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ABSTRACT 
The present research work leading to the degree of the Doctor of Philosophy 
on the topic entitled "Influence of Perceived Organisational Culture, Upward Mobility 
and Organisation's HRD Practices on Employees' perceived QWL and Work 
Identification" was a challenging task as the study had to be conducted on engineers 
working in Kashmir Valley. 
The work was based on the empirical investigations that have been presented 
under five standard chapters. In cha;pter - One, thfr concepts, meanings and definitions 
pertaining to perceived organizational culture, upward mobility and HRD practices 
(predictor variables) and perceived QWL,. work identification (criterion \'ariables) 
have been discussed in detail. In this chapter, relevance of QWL and work 
identification has been comprehehsively described. In brief, it is to mention that the 
phenomenon of QWL and work identification surely have been of great concern for 
managers, organisational psychologists, supervisors, researches and other behavioural 
scientists for undertaking it as a strategy for motivating employees at work place and 
thereby, enhancing employees' productive efficiency and organisational effectiveness. 
Therefore, in quest for improving employees' perception of well being, different 
approaches like job redesign, job enlargement, job rotation, and job enrichment have 
came usually into organisational programme. It was in the year 1972 when Davis 
coined a comprehensive term of "quality of work life" (QWL) thereafter, the 
phenomenon of QWL became significant issue for both employees and employer as 
well. Similarly, the phenomenon of work identification which is another criterion 
variable has its origin in the psychoanalytic theory. Freud (1949) described 
identification as 'the endeavour to mould a person's own ego after the fashion of one 
that has been taken as a model'. Many personality theorists emphasized the origin of 
identification in the process of socialization during childhood period (Sanford, 1955; 
Kagan, 1958; and Helman, 1958). In the same manner identification with work itself 
is developed through adult socialization during one's work life. The factors of work 
identification have been clearly spelled out by Hall and Lawler (1970); and Patchen 
(1970) who considered job challenge, while Brown (1969); Lawler & Hall (1970); 
and March and Mannari (1977) identified job control and autonomy as determiners of 
identification. Srivastava and Dolke (1975) viewed that work identification is 
composed of two components viz., 'importance attached to work' and 'satisfaction of 
needs through work'. 
So far as HRD activities, perceived organizational culture and upward mobility 
(predictor variables) are concerned, it is necessary to mention that HRD practices 
refers to all those attempts or strategy through which employees in an organization are 
helped to develop and harness their skills and potentials. Similarly Organisational 
culture and Upward mobility do play very significant role in enhancing the perception 
of QWL and Work Identification. It is because of the fact that organisational culture 
in the present contemporary world of work refers to the type of environment which is 
pro - employees where employees are likely to feel at home. Positive organisational 
culture is so important today which provide employees an opportimity to work freely 
without any stress and pressure but commitment to work and work efficiency are 
never compromised by the organisation. However, positive culture provides dignity of 
work to employees. The another and the last predictor variable is that of upward 
mobility. It is imperative to mention in this regard that people do not want to remain 
at the same hierarchical position in their entire job career but they want to progress. 
Therefore the opportimities for upward mobility either in the form of career -
progression or salary - progression are both very important in giving rise in the 
perception of employees QWL as well Work identification. 
Chapter - Two describes the relevant studies pertaining to concerned to both 
criterion and predictor variables. In the light of available literature it has become 
amply clear that none of the similar study has been ever carried out on engineers 
especially in Indian context. In the light of available survey of literature hypotheses 
for empirical testing has been formulated which are been described below: 
Hi, 'Oragnisational Culture' and its various facets will significantly predict 
'Perceived QWL' and its various dimensions. 
H2. 'Upward Mobility' will significantly predict QWL and its various 
dimensions. 
H3. 'HRD practices and its various dimensions will significantly predict QWL 
and its various dimensions. 
H4. 'Oragnisational Culture' and its various facets will significantly predict 
Work Identification and its various dimensions. 
Hs. 'Upward Mobility' will significantly predict 'Work Identification' and its 
various dimensions. 
H6. 'HRD practices' and its various dimensions will significantly predict Work 
Identification and its various dimensions. 
Chapter - Three incorporates the methodological and procedural aspects of the 
study. The study was conducted on the sample of Engineers consisting N=300 which 
were drawn from the Kashmir division of J & K. 
Organisational culture was measured with the help of Organizational Culture 
Scale developed by Nasheed (2002). On this scale responses were taken on 5-point 
response categories. Quality of Working Life (QWL) was measured by the scale 
developed by Shah (2000). The scale is a 5-point Likert type scale ranging between 
'strongly disagree' to 'strongly agree'. The total scores of scale ranging strongly 
disagree to strongly agree. The total scores of scale ranges fi-om 48 to 240. Higher the 
score, the stronger the perception of employees' QWL of employees in organization. 
Work identification scale developed by Srivastava and Dolke (1978) was used 
to measure work identification. There are 12 items which are related to the two-facets 
of work identification, i.e., (i) 'importance attached to work' and (ii) 'satisfaction of 
needs through work'. Each facet contains 6 items. The respondents were required to 
respond on a 5-point scale by giving a score of 1 to highly disagreed statement and 5 
to highly agreed statement. HRD scale developed by Shah (2000) was used to 
measure HRD practices. Responses were measured on a Likert type 5-point scale by 
measuring the presence of HRD activity by assigning ' 1 ' to the minimum degree; '2' 
to above minimum but below moderate; '3 ' to moderate; '4' to above moderate but 
below maximum; and '5 ' to the statement when it is present in maximum degree. In 
this way the total score ranged from 40 to 200. Higher the total score, maximum will 
be the HRD-activities being performed in the organization. Out of 40 items 5-items 
were negatively phrased and hence, these items were scored in reverse direction. 
Perceived Upward Mobility - an another predictor variable was measured by 
the scale developed by Shah (2000). This questionnaire consisted of nine items, out of 
which four were negatively phrased. These items measure employees' perception 
about their chances of advancement, fairness in the promotion policies of 
management, and the mode of promotion. In this Likert type scale, responses were 
measured from Highly Disagreement ' 1 ' to Highly Agreement ' 5 ' . Higher the score, 
more the employees' perception about the chance of their upward mobility in the 
organization. While calculating contingency coefficient ' C , it was found that all the 
items confirm their significance beyond .01 level of confidence. Split-half reliability 
coefficient r = .086 and congruent validity r = .88 were found highly significant which 
confirms the reliability and validity of scale respectively. 
For giving statistical treatment to the raw score, stepwise multiple regression 
analyses (SMRA) was undertaken for analyzing the data. 
Chapter - Four describes results and discussion and Chapter - Five presents 
conclusions and suggestions. The present study highlights concludes the following: 
Except two predictor variables viz., 'organisatioanal change' and 'total quality 
management'- both the dimensions of HRD practices, all other remaining 
predictor variables emerged as significant predictors of any of the nineteen 
criterion variables. 
It is very important to mention here that HRD practices which has been given at 
Serial No. 15 emerged to be at the top of all predictor variables to influence the 
various criterion variables as it appeared to be significantly influencing twelve 
out of nineteen criterion variables. Such frequency of significantly influencing 
the criterion variable advocate that it is a foremost important predictor of 
employees' QWL but it is interesting to mention that this variable does not 
appear to significantly predict Work identification and its two facets. 
The second important finding is that 'organisational culture', and it's one of the 
dimensions viz., 'organisational loyalty' appeared to significantly predict the 
criterion variables related to both employees QWL perception and Work 
identification. In this case, it is imperative to mention that organisational culture 
appeared to significantly predict QWL and its four dimensions whereas, 
organisational culture significantiy predicted Work identification and its two 
facets too. 
Similarly, 'organisational loyalty' - a dimension of organisational culture 
emerged to significantly predict the QWL and its atleast five dimensions 'work 
itself, 'inter- group relations', 'organisational commitment', 'supervisory 
relation' and 'recognition', whereas, this predictor variable appeared to 
significantly predict Work identification and its one dimension i.e., 'satisfaction 
of needs through work'. 
The predictor variable that is 'organisational change' - a dimension of HRD 
practices came up to significantly predict six dimensions of employees' QWL 
and both the dimensions of Work identification. Hence, 'organisational change' -
a dimension of HRD practices failed to significantly predict overall QWL as well 
as overall Work identification. 
Thereafter, the next significant predictor in the form of preponderance of the 
frequencies to predict criterion variables is 'cooperation' - a dimension of HRD 
practices which appeared to significantly predict employees QWL and its five 
dimensions 'work itself, 'inter- group relations', 'self eissessment' 'employee health' 
and 'promotion' but interestingly it failed to predict significantly Work identification 
and it's both the dimensions. 
Similarly, other predictor variables have been found to predict the criterion 
variables with successively decreasing fi-equencies as there are almost six predictor 
variables which only influenced one criterion variable out of nineteen. It has also been 
mentioned earlier that two predictor variables 'organisatioanal change' and 'total 
quality management' did not appear as significant predictors at any stage of analyses. 
On the basis of the pattern of resuhs, it can be said without any reservation 
that HRD practices in the organisation play very significant and important role in 
enhancing the employees' QWL that may subsequently lead to enhance employees' 
motivation, satisfaction, and commitment for giving better outcome in the form of 
employees' productive efficiency - a hall-mark of all organisational endeavours. 
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Chapter - One 
INTRODUCTION 
Industrial and organizational psychologists have done a tremendous work in 
quest for improving human efficiency in general and organizational total effectiveness 
in particular. The advent of industrial revolution had revolutionized the system of 
working that gradually and continually have become instrumental for work 
automation but inspite of this reality it is, indeed, true that the world of work may 
become highly mechanized but behind all operations, there is a man who controls key 
functions, hence, he may never be replaced in totality. However, in developing and 
maintaining man-machine interface, it has been witnessed that it has a chequered 
history starting with the pioneering work of Taylor (1901) in the form of scientific 
management which has its greater implication in the world of work. Taylor's 
management - centered scientific management approach could not be continued free 
from criticisms, hence, received criticism inspite of its utility in enhancing individual 
as well as organisational efficiency. Therefore, beginning of 1920s witnessed a 
turning point for a major change from Taylor's management-oriented to employee-
oriented approach. With the work of Mayo who is found to be a pioneer of employee -
centered approach which was an outcome of an investigation conducted in the 
Western Electric Company in 1924. Mayo and his associates 1924 namely. 
Roethlisberger and Dickson had made a concerted effort under the leadership of Mayo 
paved the way for a movement popularly known as 'human relation movement'. This 
approach spread over the world of work and was at its peak during 1930's to 1950's. 
It will be true to say that human relation movement changed the style of functioning 
of managers and supervisors from auto-bureaucratic approach to successively 
increasing democratic and humanized approach leading to congenial work culture for 
the utmost fulfillment of employee's need at work. 
Emergence of human relation movement changed the entire scenario of the 
world of work and it became instrumental for understanding human motivations in 
work organization. As a result, of this movement, motivational theories started 
pouring in after 1930s hence, the first motivational theory appeared in 1943 which is 
popularly known as need - hierarchy theory of motivation given by Maslow and 
thereon, one after the other, job motivation theories appeared in different years. It is 
important to mention that all motivational theories have been used for describing job-
satisfaction as job-motivation and job satisfaction are highly interrelated to each-other 
although motivation is a process and job satisfaction is an outcome experience and for 
such reasons managers, supervisors and academicians too have been using these two 
phenomena very interchangeable, although as mentioned above there is functional 
difference between the two phenomena. Motivation is a process where feeling of 
satisfaction and dissatisfaction is an outcome of goal attairmient after the motivational 
process comes to an end and thereafter, feeling of satisfaction/dissatisfaction provides 
a feedback whether same state of affair is adopted or course of action be changed. In a 
nutshell, it is imperative to mention that motivation involves a process and 
satisfaction is an outcome of complete motivational process. Therefore, same models 
and theories explain to both phenomena of job satisfaction and job motivation. 
The advent of 21^' century is witnessing a fast trend of increasing 
liberalization, globalization, and transitional invasion which has raised and set 
competitive standards among the productive and social organisations of all countries 
in general but organisations of developed nations are of much more advantage 
compared to developing and under-developed nations because of later's dependency 
on successively developing and developed nations. In wake of present modem age of 
global economy, Indian organizations are facing unprecedented competitive 
challenges. Liberalization of trade across length and breadth geographical boundaries 
has been instrumental for wide range economic reforms combined with revolution in 
communication and information technology which are considered to be the land-
mark for paradigm shift in strategic and sustainable business. Therefore, success is 
most likely to come to those business organisations that are capable in managing to 
adopt the virtues of conflicting paradigms rather than to simply rely on traditional 
approaches and principles. Such managerial approach is highly challenging but is 
most likely to become a tool or strategy for efficient and effective organizational 
functioning in the best possible maimer. Hence, HRD - a most significant approach 
and organizational philosophy that has come up as a strategy for the most efficient 
means to enhance individual and organizational effectiveness. Basically, HRD 
focuses on maximum utilization human of resources and thereby, to effectively use 
financial, technical and information resources. It is imperative to mention that human 
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resource occupy central importance in HRD and all other resources are controlled and 
utilized by human resource. It needs to mention, that human resource play a key role 
in turning the wheels of an organization. It is therefore necessary that organization 
should take care of employees' motives and subsequently their satisfaction. 
commitment, involvement and other work related behavioural outcomes to enhance 
performance in conducive and effective fashion. 
Apart from the concern of individual employee's work related behaviour, their 
personality patterns and attributes are also very important for creating the congenial 
environment at work place especially, the spirit of team work. Generally, in all sort of 
organizational functioning, team work is an inherent aspect giving rise to maximum 
use of all inputs and resources for affective organizational outcome. 
In our study Perceived Organisational Culture, Upward Mobility and 
Organisation's HRD practices have been taken as predictors (independent \ariables) 
whereas, perceived QWL and Work Identification as criterion (dependent) \ariables. 
The details of the various variables occupying important place in the present 
investigation are being presented here in the writings to follow but the descriptions of 
the variables will start from dependent (criterion) to independent (predictor) variables. 
Perceived Quality of Work Life (QWL) 
QWL is one of the important variables that have its begirming in the year 1972 
when a term "quality of work life" was coined by Davis during his paper presentation 
at an international conference at Arden House, New York. 
Today's industrial management contends that employees at work should be 
made to experience gay and happiness which in turn is most likely to compel them for 
their motivation and experiencing satisfaction particularly in the work context. Hence, 
abundant organizational aspects like organizational structure, mode of 
communication, leadership behavior, job design/redesign, job enrichment etc., are 
being given particular attention as these are found to be the greatest source of 
employee's quality of life in the work context. 
The term Quality of work life has come in early 1920s by Davis but indirectly 
the movement had already stated in the mid of 1920s in the form of human relation 
movement. In fact the emergence of industrial psychology in the begirming of the 20"^  
century with pioneering work of Taylor in 1901 which is usually known as scientific 
management. The scientific management principles being proved highly effective in 
yielding human efficiency to unimaginative extent continued till the year 1924 when 
Mayo's and in collaboration with his colleagues stated human relation movement. 
This was, in fact a turning point from Taylor's management - centered approach. 
Inspite of the development of the later approach Taylor's scientific - management 
principles never lost its importance, although employee - centered approach started 
dominating the word of work. It is important to mention here that employee -
centered approach have become instrumental for development and coming - in the 
theories and approaches of motivation and satisfaction, e.g. the first motivation theory 
was proposed by Maslow in 1943 and thereafter scores of theories/models started 
pouring - in with regard to motivation and satisfaction. It will not be out of text to 
mention that other job related phenomena like job involvement, commitment and 
other approaches emerged which are liked to positively influence individual as well 
as organisational productive efficiency. This same evolution continued and the 
concept quality of work life gets introduced as has been mentioned above i.e. in the 
year 1972. 
Quality of work life (QWL) is an important issue for both employees and 
employers. It is vital for employees as they spend a very note - worthy portion of their 
lives on the job and the quality of work life has a bearing on quality of their lives in 
general. On the other hand, employers consider employees' QWL a serious issue that 
should appropriately be taken care of because QWL is found an effective and vital 
means in achieving organizational goals, and attaining organizational effectiveness. 
The most important resource of an organization is its employees, hence, improving 
QWL subsequently leads to highten motivation, satisfaction, and competence among 
employees. Similarly, it also helps in enhancing indirectly but very effectively 
organizational productive profitability. 
Since, early I970's, psychologists and managers have become interested in 
studying QWL. The contributions made by (Herrick & Maccoby, 1972), (Taylor, 
1974), (Davis & Chems 1975), (Emergy & Emergy 1976), (Miller, 1977), and 
(Carlson, 1978) are of worth mentioning. In India, the work on QWL had begun in 
1970's. The efforts made in this area by (Ganguly & Joseph, 1976), (De, 1977a, 
1977b), (Mehta, 1976), (Sinha, 1977) and (Joseph, 1978), are note - worthy. In the 
words of De (1980) most of the work on quality of work in Indian setting is either in 
theoretical - descriptive framework or in an action research perspective. This mention 
clearly points out that area needs to be properly and empirically studied. 
Now, having mentioned the significance of QWL, it seems necessary to 
deliberate on the meaning of QWL. In defining the term QWL, Walton (19'^3) defined 
it as a procedure by which an organization responds to the employees' needs for 
developing mechanism to allow them to share in decision-making that designs 
employees' work life. Walton gave eight criteria to evaluate QWL programmes which 
include— adequate and fair compensation, safe and healthy environment, immediate 
opportunity to use and develop capacities, future opportunity for continued growth 
and security, social integration in the work organization, constitutionalism in the work 
organization, work and the total life space, and the social relevance of work life. 
Ketzell and Yankelovich, (1975) defined QWL that it is "an individual's 
evaluation of the outcomes of the work relationship". These are experiential and 
witness that an employee can enjoy a high QWL when: 
• Job incumbent has optimistic feelings towards his /her job and its future 
prospects, 
• He is motivated to stay on the job and performs well; and 
• Experiences and feels working life quite benefiting with his fhcr private 
life. 
Spink's (1975) viewed QWL as "a degree of excellence in work and working 
conditions which contribute to the over-all satisfaction of the individual and enhances 
both individual and organizational effectiveness". 
Hackman and Suttle (1977) opined of QWL as a industrial democracy, increased 
workers' participation incorporate decision making or a culmination of the goals of 
human relations. From the management perspective, it relates to a variety of efforts to 
advance productivity by improving human potentials and skills, rather than tlie capital 
or technological inputs of production. From individual worker's point of view, it 
refers to the degree to which an individual is able to satisfy significant personal needs 
through his experiences in the organization. Similarly, from the union employees' 
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perspective, it is more equitable sharing of the income and resources of the work 
organization, and more humane and heahhier working conditions. Lippitt (1977) 
explained QWL as "the degree to which work provides an opportunity for an 
individual to satisfy a wide variety of personal needs to survive with some security, to 
interact with other, to have a sense of personal usefulness, to be recognized for 
achievement, and to have an opportunity to improve one's skill and knowledge". 
Chems (1978) considers QWL as an area focusing on to "humanization of the work 
place, work place democracy, work restructuring or job design". This very aspect of 
QWL relates to the concept of human relation movement, i.e., Mayo's approach to 
improve organizational efficiency and effectiveness. Even in late 1970s QWL was 
relatively a new term for a bundle of old issues that having long been the interest of 
philosophers, theologians, social scientists, workers, and employers. As a broad term, 
it can understand every conceivable aspect of work ethics and work conditions, 
workers' experience of satisfaction and dissatisfaction, managerial concerns about 
productive efficiency and broaden consideration of social cohesion and stability 
(Menton, 1979). However, it is to say that the phenomenon of QWL even being old, is 
as new today as it was in its inception years. 
In 1979 the American society of training and development established a 
taskforce of the QWL who reported it as "a process of work organizations which 
enables its associates at all levels to energetically participate in shaping the 
organizational environment, methods, and outcomes". This value based process is 
aimed towards meeting the twin-goals, i.e., enhanced effectiveness of organization 
and improved quality of life at work for employees (Shrovn, 1980). This definition 
has clearly and precisely elaborated the objectives of QWL programmes at work that 
still seems to be a continuing process. 
Nedler and Lawler (1983) accomplished that the definitions of QWL underwent 
several changes with regard to its conceptual understanding. In fact they came across 
numerous important stages in which the meaning of the term QWL was differently 
conceived and understood. The changes in defining the idea were natural which was 
the outcome of the demand of time and work environment. Nedler and Lawler (1983) 
reported that definition of the term "quality of work life" came into distinction during 
the period of between 1959 to 1972. In this first phase of the emergence of QWL, it 
was conceived as a variable. Hence, the stress was on the individual worker s reaction 
to the personal consequences of the work experience as job satisfaction, job 
motivation, mental health, and etc. while during the period 1969 to 1974, the concept 
of QWL was defined as an "approach". This definition focussed on the individual 
worker and neglected the organizational outcomes. To the present investigation this 
definition seems to be incomplete as for over all organizational productive efficiency 
both individual worker's state of living, as well as, organizational outcomes are 
equally important, hence, both should be equally taken care of 
During the same period between 1969 to 1974, the third definition came out and 
the QWL was defined as "methods". This approach of the term focussed QWL as a 
set of methods, approaches, or technologies as well as strategies for enhancing the 
work environment as to make it more productive and satisfying. 
Keeping in view the above definitions of QWL it is sufficiently clear that the 
concept covers the whole aspect of working environment that might most Ukely be 
influencing the quality of life of individual worker's in the job situation. 
Carlson (1980) contends that QWL is both a goal and an ongoing process for 
accomplishing goals. As being a goal, he describes QWL as the commitment of any 
organization to work development, the creation of more involving, satisfying and 
effective jobs and work environment for people at all levels of the organization. As a 
process - QWL calls for effort to achieve the goal through the active involvement of 
people in the organization. 
Reddy (1985) stated that the notion of QWL has been viewed differently by 
different countries. In U.K. QWL is viewed as "work redesigning", it is 
"humanization of work programme" in West Germany, and for the Japanese it is 
"improving the quality of products". It is interesting to mention here that Japanese 
appeared to initiate quality circle movements in a large way in their industries, and 
steadily quality circle programmes dominated the western world and the European 
organizations. This programme was initiated in the large interest with the objectives 
of humanizing the work culture thus, it contributed towards improving the quality of 
life of employees at work. 
Nurick (1985) contended QWL as comprising of (1) philosophy with 
underlying values and assumption, (2) Structures and methods for organizational 
change, (3) human process as operating as a function of plarmed change, and (4) out 
comes that can be monitored and assessed. 
Harrison (1987) viewed that QWL is the degree to which the work in an 
organization contributes to the material and psychological wellbeing of its members. 
According to Davis (1995) QWL is the quality of associations between employees 
and the total working environment. 
Dubey and Padam (1988) described that the term QWL tends to cover a 
variety of areas, such as, physical, mental, psychological, social, spiritual well being, 
personal functioning, and general limitations. Whereas, Yousuf (1996) viewed QWL 
as a generic phrase that covers a person's feelings about every dimension of work 
including economic rewards, benefits, security, working conditions, organizational 
and interpersonal relations and their intrinsic aspects. 
The above detailed arguments on the notion of QWL makes it clear that it is a 
multidimensional approach concerned with over-all work climate, employees quality 
of life at both on and off- the-job situations. It is very important to note here that the 
approach to the QWL strategy is likely to be short of any meaning unless the 
regulatory concept of management is replaced by a genuinely participative concept, 
tyranny of technology should be tamed by the flexibility of technology in its working 
form the concept of hierarchical control should give away to appropriate form of self 
regulations and control through autonomous of semi- autonomous group working and 
in the end, working men and women should be measured as creators of meaningful 
work rather than as instruments of production is gaining acceptance as the rational for 
new forms of work organizations (De, 1984). 
Studying QWL in Indian context is a tough job as uniform dimensions carmot be 
identified because of extreme diversities in socio-cultural and economic sphere. 
However, the pioneering work done by Ganguly & Joseph (1976), Mehta (1976), (De, 
1977, 1980, 1984), (Joseph, 1978) have geared up and put momentum in 
understanding the phenomenon of quality of work life. 
Different research studies have been carried out by investigators to measure 
QWL taking into consideration the situation and the overall atmosphere of the 
organization and employees as well. There is a considerable difference in employees' 
perception of QWL. Blue-collar employees prefer extrinsic motivators than intrinsic 
motivators where - as in case of white-collar employees, the situation s reverse. 
Hence, a single inventory / scale for measuring QWL of employees of different 
organizations and carmot be generalized because of diversities. However, in some 
cases where both external .and internal environments of organizations coincide, the 
same inventory can be used for the purpose. 
Better feeling of QWL leads to effective productive efficiency as healthy 
employees can build healthy organization. High perception of QWL by employees is 
definitely an important aspect. Among all QWL aspects - skill to work effectively 
with confidence is one of the major human resource which may only develop when 
continuous HRD practices are there to help the employees to cope with teclinological 
advancement In today's work atmosphere these practices are performed under the 
broad heading of human resource development (HRD) practices, hence, HRD 
practices are important in improving QWL perception have been of considerable 
importance in the present scenario world of work 
Having given detailed description of the importance employees" QWL 
perception, there is another dependent variable under taken in the present study as that 
of work identification. Before going to discuss the phenomenon, it is imperative to 
mention that HRD practices are also important for developing the sense of 
identification with the work as work identification may not develop unless skilled 
proficiency is developed in performing the task that may only come through HRD 
intervention programme and strategy. The details of phenomenon of work 
identification are given below. 
Work Identification 
The behavioural phenomenon of identification was very much evident m 
psychoanalytic theory. Gautam, Dick, and Wagner (2004) stressed that Freud (1922) 
considered identification as 'an emofional tie with another person'. Here, importance 
is given to affective attachment of one person with others. Freud (1949) depicts 
identification as "the endeavour to mould a person's own ego afler the fashion of one 
that has been taken as a model". From his view - point, it can be said that 
identification is a subjective experience that arise in social context, and is embedded 
in the individuals to change their sense of self when identified. Sanford (1955), Kagan 
(1958) and Kelman (1958) have highlighted that most of the personality theories 
emphasize identification as a process to internalize social value during the process of 
socialization and acculturation in childhood period as well as remain effective during 
the adult socialization process. 
Work identification refers to the sense of attachment an individual holds 
pertaining to work and/or work organization. Tolman (1943) defined it as oneness 
between an individual and his/her work organization which has gained increasing 
attention in organizational behavioural science because it affects satisfaction of an 
individual, as well as, work effectiveness and subsequently, to organisational 
effectiveness as a whole. 
An individual who identified strongly identifies him/herself with his/her work 
organization is most likely to have high motivation to strike hard in the achievement 
of organizational goals and sometimes some people having high bond of work 
identification are motivated in the accomplishment of organizational goals upto their 
maximum capacities. Almost the same was thought of by Katz and Khan (1978). 
Organizations with high levels of employees' identification with, may have more 
cohesive work atmosphere and greater levels of cooperation, involvement and 
altruistic behavior including greater level of citizenship behavior and support. 
Furthermore, organization with high level of employees' identification increases the 
likelihood motivation to make decisions that are in the interest of organization's 
strategic, effective performance leading up to organisational growth and development. 
According to Ashforth and Mael (1989) and Rousseau (1998) employees can get 
benefit from positive self-esteem and the satisfaction of the human need to belong 
with work identification. 
From the perspective of organizational framework, Foote (1951) for the first 
time used the term identification and considered identification as a foundation for 
motivation (Bartel, 2006). Foote (1951) also highlighted organizational identification 
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as 'appropriation of and commitment to a particular identity or series of identities" 
that describes human beings tends to identify with members in groups; that they 
categorize the social world around them in order to regularizes their doings; and that 
these categorizations of experiences motivate behaviour through the essential 
commitment of individuals in all situations. 
Similarly, Brown (1969) contended identification as 'a self-defining response. 
set in specific relationship between the individual and his or her organization'. On the 
other hand. Brown contends to view identification that focuses on four aspects of 
involvement: (1) attraction to the organization, (2) consistency of organizational and 
individual goals, (3) loyalty toward the organization, and (4) reference of self lo 
organizational membership. These aspects constitute the basic mechanisms of 
organizational identification. 
The phenomenon of organizational identification is also very much reflected 
in the social identity and self categorization theories (Tajfel, 1972; Tajfel. 1978; 
Tajfel & Turner, 1979). Social identity theory (SIT), explains that the self concept 
comprises of two components i.e., personal identity that encompass an individual's 
unique sense of self (like bodily attributes, abilities, psychological traits, interest), and 
a social identity that refers to "that part of an individual's self concept which derives 
from his knowledge of his membership of a social group together with the value and 
emotional significance attached to that membership". Therefore, according to Tajfel 
and turner (1985) in order to construct self concept, especially the social part, people 
tend to classify themselves and others into various social categories (like 
organizational membership, religious affiliation, and gender and age cohort) and 
assign themselves as the member of a particular group. Tolman (1943) in the early 
years of introduction of this concept had already stressed upon that through 
categorization processes, individual identify themselves as members of a particular 
groups and perceive themselves as psychologically attached with the group's fate by, 
sharing its common destiny, and experiencing its successes and failures. This social 
categorization and identification is one part of the theory, the other part of the theory 
goes on explaining that individuals have a tendency for social comparisons in order to 
understand social environment. They compare themselves with others on the basis of 
their membership of a particular group. Additionally, theory also described that 
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individual do develop self esteem needs, and people try to enhance positive self 
image either by trying to enhance their personal identity or social identity. 
It is worth - mentioning here that Ashforth and Mael (1989) were the first who 
put forth the theory of social identity for explaining organizational identification. 
Social identification is the perception of belongingness to a group and a sense of 
oneness with the group and organizational identification is a specific form of social 
identification where the individual sees him or herself in terms of their membership in 
a particular organization (Ashforth & Mael, 1989). Moreover, the most important 
social identification component as viewed by (Ashforth & Mael, 1989) refer to the 
idea of self-categorization. This means that higher level of organizational 
identification occur when members categorize themselves into social group (the 
organization) on the basis of distinctiveness and prestige of the organization. By 
identifying with an organization, employees perceive themselves as psychologically 
involved with the organization's fate, sharing its common destiny, and experiencing 
its successes and failures. Almost after three years of (Ashforth & Mael, 1989) 
contribution, (Meal & Ashforth, 1992) formally defined Organizational identification 
as 'the perception of oneness with or belongingness to an organization, where the 
individual defines him/herself in terms of the organization(s) in which he/she is a 
member'. The definition of organizational identification given by (Meal & 
Ashforth, 1992) refer that it is organization specific, hence, most likely that employees 
may suffer from psychic-loss if an organization to which they identify merge into a 
new entity (Levinson, 1970). On the basis of their definition given in 1992, Meal and 
Ashforth developed a six item scale measuring organization identification. 
Ashforths' effort continued and in 2001, he on the basis of his study he 
optimistically associated organisational ideas, features with performance. Riketta 
(2005) explains that a recent metanalysis of identification research foimd that 
organizational identification has a strong positive correlation with affective 
commitment, occupational and work group attachment, job and organizational 
satisfaction and job involvement, and a strong negative correlation with turnover 
intention. It is very important to mention here that individuals who identify strongly 
with their organization experience a "Psychic loss" if they leave their organization as 
advocated by (Meal & Ashforth, 1992). 
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In addition to mere identification, organizational theorist moved beyond the 
organization identification to see the other forms of attachment to/with organization 
(Ashforth, 2001; DiSanza & Bullis, 1999; Dukerich, 1999; Pratt, 2000; Kiemer and 
Ashforth, 2004). The purpose behind this expansion was that identification drives a 
sense of self in relation to organization and highlights important outcomes. Here, 
focus is given on the overlapping of identities at the cost of exploring other forms of 
self-definition. How many individuals see themselves different from or in conflict 
with the organization? What and when individual defines him/ herself as partially 
same as and partially different from the organization? And what effect would this has 
on individual and the organization? To answer these questions, researcher examined 
the "expanded model of identification" that includes multiple ways people can define 
themselves through organizational attachment was contended by (Kreiner & Ashforth. 
2004). As a result, three new different forms were proposed. These forms include 
disidentification, ambivalent identification, and neutral identification (Dukerich, 
1998; Ellemers, 2002; Kreiner & Ashforth, 2004; DiSanza & Bullis, 1999, Elsbach 
1999, Pratt, 2000, and Ashforth, 2001). 
Among the numerous definitions of identifications, it is also defined as a 
perceived sense of oneness with the organization, necessarily implicating one's self 
concept towards the organization (Pratt, 1998; Edwards, 2005; Riketta, 2005: 
Ashfoith, Harrison and Corley, 2008). "Organizational commitment is often 
associated with, 'How happy or satisfied am I with my organization? While 
organizational identification is concerned with the question, 'How do 1 perceive 
myself in relation to my organization?" was conceived by Pratt (1998). Organizational 
identification is organization specific, whereas commitment may be more readily 
transferred, to other organization that inspires a similar positive attitude (Ashfort, 
2008). Furthermore, some researchers argued that organizational identification is 
more strongly associated to the variables that suggest an attractive, distinctive, and 
internally consistent organizational identity, share fate with the organization, salient 
rival organizations, self-sacrifice on behalf of the organization (Mael & Ashforth, 
1992; Dutton, 1994; Pratt, 1998; Gautam, 2004; Edwards, 2005; van Knippenberg & 
Sleebos, 2006) and extra role performance (Riketta, 2005). Moreover, organizational 
commitment is observed to be more strongly related with attitudinal variables such as 
job satisfaction (Riketta, 2005; van Knippenberg &, Sleebos, 2006; Cole arid Bruch, 
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2006 and Ashforth, 2008), employee involvement and Quality of exchange 
relationships (Mowday , 1982; Eisenberger, 1986; Rousseau & Parks, 1993; Meyer & 
Allen, 1997; Rhoades & Eisenberger, 2002). Edwards (2005) concluded that 
organizational commitment focuses more on what an organization does, whereas 
identification antecedents are more related to what the organization is. In the light of 
these conceptual differences, result has often illustrated strong correlations between 
commitment and identification (Witt, 1993; Ashforth & Saks, 1996; Siegel & Sisaye, 
1997; Van Dick, 2004; Harris & Cameron, 2005; Riketta, 2005). However, some of 
the researchers stated that affective commitment differs from identification (Ashforth 
& Mael, 1989; Pratt, 1998; Van Knippenberg Schie, 2000; Mael & Tetrick, 1992; van 
Knippenderg & Sleebos, 2006; Van Dick, Wagner, Stellmacher & Christ, 2005). 
Having given thorough description of dependent variables viz.. Quality of work life 
as well as Work Identification now, it is essentially important to give description of 
the predictor i.e. independent variables as in the present investigation it was proposed 
to study employees' QWL perception and Work Identification as a function of 
perceived Organisational culture. Upward - mobility and HRD practices. Therefore 
on - going description will be pertaining to the predictor variables in the same 
sequence as it appears in the research problem that is perceived Organisational 
culture, Upward - mobility and HRD practices. 
Perceived Organisational Culture 
Organisational culture has appeared as one of the vital and imperative 
concepts in the field of organizational behavior and human resource management in 
the recent past. The efforts aimed at identifying the factors accountable for various 
organizational outcome variables like employee's commitment, job-satisfaction, job-
performance, turnover, absenteeism etc. have already been widely studied but 
organizational culture still needs special attention in relation to work related outcome. 
Many definition of culture have been given by people of different areas 
especially the behavioural/social scientists and also by others working in other 
disciplines such as cultural anthropology and psychology (Hamill, 1990; Craig, 1990; 
Frake, 1983; Hallpike, 1979; Carrol, 1982; Kroeber & Kluckhon, 1952). Hence, the 
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word 'culture' has a variety of meanings. It bears meaning synonym with the terms 
such as "cuhivated", "educated", or "sophisticated", which refer to civiHzed or 
cuhured. The scientific meaning of culture refers to the whole pattern of beliefs, 
values, and the norms of a society that govern behaviour, most suitable in a particular 
group. Culture is a man made component of the environment (Herkovits, 1955). 
Culture existing-in-and around the work place certainly affects the working and 
behaviour of employees. There are two foremost sources of cultural inferences: First, 
the characteristics of the socio-cultural background which affect work related attitudes 
and behaviour of employees. Secondly, the management's postulations about then 
employees and managerial behavioural style that directly contributes to the growth of 
the organisation's inner work processes and cuhure. 
An organisation function within the cultural system of the society in which it 
is situated is highlighted by (Longenecker & Pringle, 1981). The way the organisation 
functions is exaggerated not only by the powers of managers but also by underlying 
cultural forces. The culture controls the way in which organisational members 
perform their work and even the way in which managers build associations and 
exercise power. Organisational Culture is a artifacts of leadership styles, 
organisational policies, practices, systems, traditions, conventions etc. Over a period 
of time, these aspects become a way of life of employees in an organisation. The sum 
total of this entire component constitutes organisation's culture (Bate, 1984). 
Organisational Culture has been viewed a vital component from the very 
beginning of the break-through of the approaches of organisational behavioui- which 
is evident from the writings of (Morey & Luthans, 1987) who stated that "the culture 
has been a foundation in the field of anthropology from its begirming and even was 
given attention in the early growth of organisational behaviour". 
Schein (1985) in his revolutionary work defines culture as a set of elemental 
"assumption" and "beliefs" about reality that are shared by a group of persons and are 
working towards a common purpose. Schein (1990) defined Organisational Culture as 
"(a) a pattern of essential assumptions, (b) invented, discovered or urbanizea by a 
given group, (c) as it learns to cope with its problems of external adaptation and 
integration, (d) that has worked well enough to be considered valid and, therefore, (e) 
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is to be taught to new members as the (f) approved way to perceive, think and feel in 
relation to those problems". 
Pettingrew (1990) on the basis of research evidence reported that variations in 
cultural values might have an important impact on employees' turnover and 
employees' job satisfaction. Further, (Hofstede, Neuijan, Ohayy, & Sanders, 1990) 
have viewed that nationality, industry and task partly determine the organisational 
culture. 
Martin (1992) expresses her view that individuals come into contact with 
organisations, they come into contact with dress, norms, stories people tell about what 
goes on. The organisations formal rules and procedures, its codes of behaviour, 
rituals, tasks, pay system, jargon and jokes only understood by insiders, and so on are 
some of the manifestations of organisational culture. She further supplemented that 
when members of a particular culture interpret the meanings of these manifestations; 
their perceptions, memories, beliefs, experiences and values usually vary. So, 
interpretations of culture will vary depending upon the situations and the perceptions 
of employees towards these situations and conditions. 
Robbins (1994) portrayed the fact that there are ten crucial characteristics that 
capture the essence of an organisation culture. These characteristics have been 
emphasized as member identity, group emphasis, people focus, unit integration, 
control risk tolerance, reward criteria, conflict tolerance, means-end orientation and 
open system. Robbins derived these characteristics from the work of (Hofstede, 
Neuijan, Ohayy, & Sanders, 1990) and (O'Reilly III, 1991). Similarly, Luthans 
(1995) has also highlighted the significant characteristics of organisational culture. 
These were behavioural observed regularities, norms, dominant values, philosophy, 
rules, and organisational climate. In the light of these characteristics, it is imperative 
to point out that organisational culture is a pattern of basic assumptions that must be 
taught to a new personnel or employee to imbibe these as the way to perceive, think 
and act in the situation they are confronted with. 
Organisational culture is largely conceptualized as an internal variable; hence, 
internal variable has been defined numerously by number of investigators in a way 
that basically suit their research approach and objectives. It has also been described as 
a set of assumptions (Schein, (1986); beliefs and norms of behaviour (Pettingrew, 
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1979); rituals and ceremonies (Deal & Kennedy, 1982; Trice & Beyer, 1984); shared 
managerial practices (Hofstede, 1998); ideologies and beliefs (Bate, 1984; Brown, 
1998; Pascle & Athos, 1981) shared values (O'Reilly , 1991; Posner & Schmidt, 1992; 
Sheridan, 1992), myths (Meyer & Rowan, 1977); symbols (Dandridyc ,Mitroff, 
Joycee, 1980). Some of the initial references to the concept of culture as internal 
organisation variables have also been found in the literature given by some other 
researchers e.g., (Harrison, 1972). 
Increasing, researches on organisational culture have been witnessed in the 
recent past but there is no agreement on the concept and definition of culture. It is 
because of the fact of multifaceted socio-environmental net - working. Culture related 
notions climate, envirorunent, atmosphere, ethos, etc. have been used interchangeably, 
although an effort has been made to demarcate functional differences between these 
terms. Culture can be defined as the collective beliefs, values, assumptions, 
underlying operation with nature and imperative phenomena, e.g., collectiveh, 
envirormient, context, time, biological differences, power etc. Culture is reflected in 
the artifact-rituals, design of space, furniture, and ways of dealing with various 
phenomena. Allocation and attentiveness of power may be one basis of classifying 
culture. From this angle, organisational culture can be of four types viz; feudal. 
bureaucratic, technocratic and entrepreneurial or organic. The way human-resources 
issues are handled in the beginning sets the direction and tone for culture. 
It is now clear that for growing a conducive culture in present modem era. 
organisational atmosphere is very vital for employees as it has direct relation with 
their performance which ultimately influences organisational effectiveness. Hence, it 
produces very congenial, suffocation-free atmosphere/environment which is now 
termed as '"Organisational Climate". 
Modem multifaceted environment tends to create a climate that govern and 
shape employees' behaviour that subsequently endorse organisational culture which 
has been defined as a molar concept reflecting the context and strength of prevalent 
values, norms, attitudes, behaviour and feelings of members of a social system which 
can be operationally measured through the perception of system members (Payne, 
1971). Organisational Climate, a constituent of organisational environment is a 
constmct that distinguishes among organisations-specific variance (Campbell, 
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Dunnette, Lawler, & Weick, 1970; Forehand and Crimea, 1964; Tagiuri, 1968). 
Recently, (James & Jones, 1974) reported some confusion so far as the 
operationalization and conceptualisation of organisational culture construct is 
concerned. 
Researches on organisational climate - a facet of organisational culture have 
suggested its effectiveness for investigating important aspects of organisational 
behaviour like performance, and effectiveness (Prichard & Karasick, 1973; Tagiuiri & 
Litwin, 1968). Organisational Climate affects not only the behaviour of persons but 
also to the aspect that how organisations themselves interact. Organisational Climate 
can have a foremost impact on motivation, productivity, and job-satisfaction. 
Employees' expect certain rewards, satisfaction, and frustrations based upon their 
perception of organisational climate (Davis, 1981) and these expectations influence 
motivation. Organisation Climate is beneficially related concept in considering the 
organisational factors connected with risk and accidents. Basically, organisational 
climate is the sum total of the perceptions employees has towards their organisation. 
This may be at the level of the organisation, or some specialized sub-units of it such 
as a department or plant. Climate may also be connected with a particular area of 
organisational functioning, one of which is security (Donald & Canter, 1994). 
Organisational Climate is of different types and researchers have differentiated 
between holistic climate (House & Rizzo, 1972) and specific climate such as 
motivational climate (Litwin & Stringer, 1968), individual climate (Schneider and 
Barellett, 1980), or creative climate (Taylor, 1972). Perceptibly, then any given 
organisation creates a number of dissimilar climates and the term organisational 
climate may mean different things to different people unless it is prefixed with the 
appropriate adjective (Zohar, 1980). 
Along with the changes in worldwide considerations, requirements and 
aspirations of employees, perception and attitude do change too. More precisely, the 
economic boom opened greater avenues and possibilities of employment as jobs 
become plenty in number and new managerial policies encouraged greater employees' 
participation. Participation has been developed, nurtured, and strengthened to 
inculcate a sense of involvement, attachment and commitment in the organisation 
among employees in their spheres of work so as to generate positive work 
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commitment and suitable work motivation for desirable and legitimate piroductive 
pursuits. People now, demand much more openness and transparency about the whole 
deal that help the person to progress in his/her career. 
Encouraging a conducive work-culture in an organisation entails a desired 
transformation in the existing framework or processes. Such corporate changes can be 
started through total quality management (Singh, 1994). Quality is rising as a single 
most critical feature for business to sustain in the ever expanding and global 
competitive market place. Quality Circle visualized by Ishikava in 1985 which is in 
essence a group problem-solving concept to enhance empowerment and accelerate 
infiision of participatory work culture in an organisation. Quality Circle identifies, 
analyse, and resolve work-related problems viz., quality productivity, cost-
effectiveness, safety, housekeeping etc. (Ishkava, 1985). So, it assists in improving all 
product related features as well as the organisation to reduce its costs, wastages, and 
absenteeism. 
The above descriptions clearly emphasise the nature and importance of 
organisational culture and its relationship to identifications with work and employees" 
quality of work life are instrumental for enhancing employees' individual work 
efficiency and organisational effectiveness. 
Having deliberated on organisational culture, another independent variable of 
HRD practices also needs its details that follow: 
HRD Practices 
It is one another independent variable which has been taken for its study as a 
causal factor of Work Identification and perceived Quality of work life. It is 
undoubtedly true that in modem era HRD practices have become pre-requisite for 
Total quality management of an organisation. Hence, it is being presented in 
exhaustive details. 
Human resource development (HRD) is a current organisational strategy 
covering wide range of activities, practices and actions in quest of improving and 
harnessing skills, capabilities and abilities of human being for effective work 
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performance in attaining organizational goals. In the present scenario of open market, 
high production issues, services, quality and customers satisfaction are the most 
indispensable aspects that are likely to become instrumental to wide range of activities 
under the umbrella of HRD practices for improving employees' motivation, 
satisfaction, commitment, etc. through human resource development programmes at 
work. Such practices do not only influence employees' work commitment, perception 
of QWL but are highly instrumental in influencing organizational effectiveness, 
growth and development. This is not hypothetical rather the studies conducted during 
the last several decades have observed that successful organizations which are 
dominating over the globe have been emphasizing much more on human resource 
development rather than substantial economic or technological resources, although all 
are important but skill-full human capital is of utmost importance. In fact, human 
resource is the most precious and vital component that triggers and make use of other 
resources for the victorious achievement of organizational objectives. For such 
reasons, HRD has spread over the globe as a productive and useful strategic craze 
both as an academic discipline and as a significant strategy for effective management 
functions. Most of the emerging organizations are now setting up their separate HRD 
sections with the intent to get more and more benefits from its fast growing systematic 
strategic approach. In US, companies have implemented the philosophy of 
"productivity through people" as the key element for their organisational productive 
efficiency. Indian govermnent, keeping in view the significance of HRD, a separate 
ministry of HRD created for effective use in quest of improving human capital. 
In fact, work culture focuses on dynamic, competitive, creative and self-
motivated work force to meet the disputes and challenges of the mega competition of 
products. Hence, these direct management to equip employees with more knowledge, 
expertise, and ability to get them able for utilizing their potentials accurately to the 
maximum extent. HRD is the hottest and widely used strategy that helps persons to 
acquire knowledge, harness, skills, capabilities, and create a sense of belongingness 
and these in turn keep them more involved with their work and the organisation and 
subsequently, employees' motivation, satisfaction, and organizational effectiveness 
functionally appear in general at work place to keep abreast organisational objectives. 
Originally the term HRD was first evolved in the class discussion at George 
Washington University of USA. But the first comprehensive definition of HRD was 
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given by Nadler in 1969 who defined HRD as "a series of organized activities 
conducted within a specified time and designed to produce behavioural change". 
Thereafter, scores of definitions of HRD were given. Hence, Megginson (1974) 
defined HRD as "a total knowledge, skills, creative abilities, talent and aptitudes of an 
organization's work force as well as the values, attitudes and beliefs of the individual 
involved". 
Lippitt (1977) defined HRD as a system that depends on work itself which 
generates a high degree of responsibility for the employees; the individual's personal 
and professional growth; the improved quality output as a result of increased 
responsibility, and organization as an open system. 
In India, HRD functions also started dominating the work organisation. 
Therefore, one of the definitions that cover most of the features of HRD concept was 
given by Rao (1986). According to him "HRD in an organizational context is a 
process by which the employees of an organization are helped in a continuous and 
planned way, to: 
• Attain or sharpen capabilities necessary to perform various functions ccinnected 
with their present or expected future roles; 
• Develop their universal capabilities as individuals and discover and 
exploit their own inner potentials for their own and / or organizational 
development rationales; and 
• Develop an organizational culture in which supervisor subordinate 
association, team work, and collaboration among sub units are strong 
and contribute to the professional well being, motivation and pride of 
employee". 
Rao's contributions have been widely appreciated and recognised b> HRD 
practitioners throughout the work. Hence, his contribution seems to be commendable. 
Narayanan (1989) reported HRD as an endeavor to enable people to overcome their 
defects and develop their productive potentials so that they are able to contribute to 
the ethical and harmonious development of society, fulfill their individual needs and 
wants and with pleasure too. 
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In the words of Dayal (1994) "HRD implies that the organizations want to 
improve overall capabilities of its employees to expand their potential in the 
directions best suited to them". He also enumerated three features that seem to be 
important in HRD. These are (1) ways to better adjust the personality to his job and 
the environment; (2) the greatest involvement of an employee in various features of 
his work; and (3) the greatest concern for enhancing the capabilities of the entity. 
Pathania (1997) viewed HRD as "an attempt to develop capabilities and 
competencies among employees as well as creative organisational envirormient 
conducive to the employee's development". 
In all definitions of HRD it is amply clear that there is only linguistic 
difference among the different definitions and these seems to be on the same line. The 
main theme of all these definitions is that HRD is a progression through which human 
resources are helped to harness and develop their potentials at work through training, 
performance appraisal, job enrichment programmes, organizational development, 
career development, feedback, counseling, etc. These practices, in turn, help increase 
employees' capabilities, potentials, aptitude, skill, knowledge, and create a climate in 
an organization. 
HRD process makes person aware about him-/her-self, their potentials, 
aptitude, talent, self, worth, and provide them possible conducive atmosphere to 
advance and utilize capabilities for the effective attainment of organizational 
objectives. 
Different strategies are continually being developed by academicians, 
behavioural scientists, especially HRD professionals and psychologists for the grow t^h 
and the maximum utilization of human resources. In the organizational context, some 
of the key practices that are involved in this process are being discussed in the 
following writings. 
Forecasting human resource need is an important function of HRD personnel's 
in an organization. It is long term in time plarming of an organisation on the basis of 
which management can make assessment about the future requirements. Identification 
of future needs caused by retirements, promotions, accidents, deaths, etc. are 
important events which can be resolved by organisations futuristic vision that may 
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include - preparing second line human resource, in - time recruitment and selection 
endeavours, etc. 
Providing periodical training is the second significant practice that comprises 
of the major part of HRD procedure as in HRD training posses control and dominant 
role. It is a continuous process through which employees' abilities are enhanced to 
perform assigned job efficiently and also getting ready for future advancement. 
Training refers to the "organization's efforts to advance an individuals' ablHty to 
perform a job or organizational roles" (Dunn & Stephens, 1972). In the words of 
Koleker (1993) training is a prerequisite to recover performance and preparing human 
resource for new jobs, intra-organisational transfers, promotions, and change-over to 
new technology and equipment. 
HRX) functions keep employees (both old and new) well equipped ^vith the 
new skills, knowledge, talent and the attitude in facing stiff competition in both 
national and global markets. Training is the finest procedure through which all these 
practices can be performed. According to an industry report (1993) U.S. finns as a 
whole, with 100 or more employees approximately spent $48 billion in a jear on 
formal training for 47.2 million workers. One of the U.S. firm namely Xerox alone 
spends over $300 million per year on training and retraining its employees (Szabo, 
1993). Number of Indian organizations also spends a good amount for giving training 
to their employees across hierarchical levels. 
With regard to training, there are facts that if it is to say that if training 
programs are properly and correctly designed and conducted then it considerably 
contribute in-improving organizational productivity and profitability; reducing 
wastage, absenteeism, turnover and accident rates; increasing morale, trust, 
commitment, flexibility, and providing better promotional prospects, greater job 
security and moreover, organisational effectiveness (Roa & Abraham, 1986; Durra, 
1990; Goss & Jones, 1992; Ashton & Green, 1994; Storey,1995; Gani & Rainayee, 
1996). 
HRD mechanism and strategy also involves employees' performance appraisal 
to know their strength and weaknesses to design effective mechanism to cope with 
these. It is a significant task in the hands of superiors or HRD personnels to assess 
their subordinates. The efficiency of any organizations' future plan and success 
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largely depends upon the proper available information about its employees' 
potentials, and weaknesses and only then the correct remedial measures can be under -
taken to correct weakness and strengthening / maintaining potentials. For instance, 
once the problems are identified, it may become easy to select different kinds of 
remedial measures like counseling, training, and transfer etc, to assist employees to 
overcome weaknesses and become more adjustive and effective in his / her job. 
Performance appraisal is the process by which an employee's comparative worth or 
ability with respect to his / her assigned job in the organization can be judged. It also 
assists in decision-making process pertaining to organization's personnel functions, 
such as transfer, promotion, pay increase, bonus, lay-offs, etc. 
Organizations vary in their objective with regard to appraisal, however, 
according to Koleker (1993) there are some common purposes of appraisal that 
include to evaluate the performance and plan for the better performance, determine 
the basis for promotion, self enhancement of employees, ascertaining the employee's 
difficulties on the job, identifying the men with the potential to man the positions in 
future, develop the personalities of the persons, identifying the training need, for 
improving performance on the job. 
Having given the description of vital HRD practices like human resource 
needs, training, and employees' appraisal mechanism to ensure uninterrupted 
attainment organizational task through the skill development programmes. It is 
essential to point out that HRD practices are not limited to these functions but other 
measures are also highly noteworthy to enhance motivation and will to work by 
developing such a culture where flexibility, competition, cooperation, recognition, etc. 
do play a crucial role in the maximum utilize action of human resources at work. 
Winding up the discussion with regard to HRD-practices, it is to say that it is a 
philosophy, a plan, and a strategy to improve and maintain organizational usefblness 
through the management of human resources. Emerging organizations around the 
planet have a strong belief in the HRD philosophy as well as strategy to maximize, 
harness human skill and potentialities for the maximum utilization of human 
resources - a key to organisational success and development. 
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Upward Mobility 
Of the various organisational success and development independent variables 
which are of our concern is that of 'upward-mobility'. It is human desire that 
wherever they are, they want to grow; hence, the work place in firms or organizations 
are not the exception. In organizations where people work and render theii services 
aspire for 'upward-mobility' or promotion. Employees do not wish to receive one 
promotion in job-life-time, but it is an unending desire that only comes to an end only 
with retirement. 
In view to this human nature, organisations generally have very rational 
approach for awarding promotions to their employees which sometimes become the 
greatest source of job satisfaction and motivation for employees productive 
effectiveness and subsequently, develop willingness to be in the same company / 
organization. The phenomenon of 'upward mobility' may appear in either of the 
following forms, or both. 
(i) Salary - progression 
(ii) Career - progression 
Here, we are particularly concerned to the career enhancement that iavolves 
salary progression too. It is imperative to mention here that there are some dead - end 
jobs which do not have any option of career - progression from one to another 
hierarchy. Therefore in such conditions salary progression is important to develop and 
maintain employees' motivation and satisfaction. 
Management policies and practices relating to employees' promotion and 
growth at work contribute appreciably so far as employees' motivation and 
satisfaction are concerned. Greater the chances or opportunities of upward - mobility 
in the organization elevate and enhance the employees' involvement at work. It is a 
significant intrinsic motivator concerning individuals' personal and social aspect of 
life. Upward-mobility boosts - up both economic as well as social progression 
because anyone's position in the society is determined by the position the person 
occupying at the work. It is a process in which an employee from current job position 
is elevated to the higher one that generally involves higher salary, admiration and 
responsibilities. Monappa and Saiyadain (1979) reported that 'promotion is an upward 
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relocation of an individual in an organization's hierarchy accompanied by increased 
responsibilities, enhanced status, and usually with increased income'. Mamoria (1987) 
viewed that promotion as an upward advancement of an employee in an organization 
to another hierarchical position which commands increased pay / wages, status, 
prestige, responsibility and authority improved work conditions, etc. 
In view of Rudrabasavaray (1967) promotion is a type of recognition of an 
employee for performing job well. It is a type of reward to an employee for his years 
of service in a company that increases individual's effectiveness and promotes a 
feeling of job satisfaction. 
Usually, in every organization positions remain vacant due to retirement, 
deaths, and growth and expansion of an organization which are filled either by 
recruitment and selection process of new incumbent or by internal promotional 
process. The internal promotion involves upgrading of employees from their existing 
position to higher job position that involves more responsibility, higher status, and 
increased pay. This internal push-up to new position is the best way of enhancing 
employees' loyalty towards the organization and thereby, there is an increased sense 
of efficiency and commitment with the organization leading to higher productive 
work. 
The major purpose of upward - mobility is to offer employees better chances 
for utilizing their abilities, skills, knowledge that can benefit the organization, as well 
as, help fulfill employees their own goals too. Upward - mobility also helps in 
enhancing morale, loyalty and a sense of belongingness that all contribute to 
organizational effectiveness, growth and development. 
Employees' perception towards organisational promotional policies and the 
chances for moving to higher ranks in the organization has an important effect on 
employees' commitment towards the organization (Gaertner & Nellen, 1989). 
It is witnessed from the scores of empirical evidences that upward mobility is 
one of the momentous dimensions leading to enhance motivation, commitment, and 
individual productive performance in the work situation. 
An exhaustive description of the various predictor as well as criterion 
variables and overall picture of the research study it has become very clear that the 
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variables which have been studied in the work organisation as the predictor as well as 
the criterion variables are very appropriate that subsequently may lead for higher 
organisational productivity efficiency and organisational effectiveness as well. It is 
'indeed' true that the feeling of high quality of life as well as high work ideatification 
are always conducively important for organisational development and its 
sustainability in the world market - major objectives of any organisation. 
After giving comprehensive details of the various predictor and criterion 
variables, now it is warranted describe the objectives of the present study which were 
conceived before undertaking the present study. 
Objectives: 
The objectives of the present investigation is very much clear from the topic of 
research itself, however these are being given below in more clear manner. 
• The first objective was to examine the impact of organisational culture on 
employees perceived QWL and Work Identification. 
• To examine the impact of opportunities for Upward - mobility on employees 
perceived QWL and Work Identification, and 
• Final objective of present study was to examine organizations' HRD practices 
on employees QWL and Work Identification. 
In the light of above aims and objectives of the present study the following 
hypotheses were formulated for empirical in depth investigations which are being 
given below: 
Hypotheses: 
Hi. 'Oragnisational Culture' and its various facets will significantly predict 
'Perceived QWL' and its various dimensions. 
H2. 'Upward Mobility' will significantly predict QWL and its various 
dimensions. 
H3. 'HRD practices and its various dimensions will significantly predict QWL 
and its various dimensions. 
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H4. 'Oragnisational Culture' and its various facets will significantly predict 
Work Identification and its various dimensions. 
H5. 'Upward Mobility' will significantly predict 'Work Identification' and its 
various dimensions. 
He. 'HRD practices' and its various dimensions will significantly predict Work 
Identification and its various dimensions. 
The above hypotheses were framed for empirical testing, hence, steps 
undertaken for scientific empirical investigation will be given in the Chapter - Three 
meant for describing methodology opted in carrying out the present research 
investigation. 
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Chapter - Two 
LITERATURE REVIEW 
In the preceding Chapter-One there was description about the meaning and 
concepts of different criterion and predictor variables. The present chapter is aimed to 
describe and examine the available research studies which were directly or indirectly 
related to different variables undertaken in the present study. The presentation of the 
variable-wise survey of literature will follow the same sequence which was adopted in 
Chapter-One describing studies related to criterion variables and then the relevant 
studies pertaining to pertaining to predictor variables. Hence, the studies related to 
different variables follow: 
Work Identification 
Work identification has always been of vital concern with employees. It has 
been observed and found that work identification has a positive impact on 
organizational work performance i.e., individual employees and organizational work 
effectiveness. 
March and Simon (1958) pointed out that the four major aspects of job life 
viz., organization, work itself, organisational members and external organization help 
in determining identification with the work and the organization. These components 
of job life tried to identify the characteristics of the person having high work and 
organizational identification (Hall, Schneider & Nygren, 1970; Hrebiniak & Alutto, 
1972). Some other studies have reported job challenge (Hall & Lawler, 1970, Patchen, 
1970), Job control and autonomy (Brown, 1969; Lawler & Hall, 1970; Marsh & 
Mannari, 1977) as predictors of identification. 
Brown (1969) conducted a study on identification and on some organisational 
circumstances of organizational involvement. Sample consisted of N = 834 workers. 
Hypothesis were formulated which predicted that employees would tend to identify 
with the organization in three situations - when they saw the organization as 
providing opportunities for personal achievement, when they had power within the 
organizations and where there were no competing sources of identification. Analysis 
of identification revealed that identification as a mode of orientation can be 
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distinguished from other apparently similar modes such as satisfaction. The findings 
confirmed the hypothesis that identification can be observed and that it is related to a 
distinct workers perspective. 
Srivastava and Dole (1978) examined the factor structure of work 
identification and organizational identification. They contended that work 
identification was based on work attractiveness and personal congruence with work. 
On the other hand, it was found that organizational identification integrated factors of 
membership, maintenance, dedication to organization, ego involvement and pride in 
the organization and positive relationship between identification and organizational 
identification was obtained. 
O'Reilly and Chatman (1986) asserted to the fact that an employee's 
psychological attachment to an organization can reflect varying amalgamation of the 
three psychological foundations like compliance that occurs when attitudes and 
.behaviors are adopted not because of shared beliefs but simply to gain specific 
rewards whereas, identification occurs when an individual accepts influence to 
establish or maintain a satisfying association i.e., an individual may feel proud to be a 
part of group respecting its value and accomplishments without adopting them as 
his/her own, and thirdly, internalization occurs when influence is accepted because of 
the induced attitudes and behavior that are congruent with ones' own values, that is 
the values of the group or organization are the same. The impact of O'Reilly's 
classification system has been found weakened as they failed in distinguishing 
between identification and internalization (Caldwall, Chatman & O'Reilly 1990) in 
most research combined the identification and internalization items to form a measure 
of what they called normative commitment. 
Gandhi (1992) conducted a study to examine the influence of job enrichment 
distinctiveness on work and organizational identification. Sample comprised of N=71 
managers: (junior + middle level) who were from textile mills. The data were given 
the treatment of multiple regression analysis which revealed that organizational 
identification is considerably determined by job enrichment factors but job 
characteristics on the whole have no noteworthy predictive influence on overall 
organizational identification. Job autonomy and skill variety emerged as significant 
predictors of organizational reputation which also considered as one of the 
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dimensions of organizational identification. Task identity also emerged as significant 
predictor of organizational involvement which is one of the dimensions of 
organizational identification. 
In one study conducted by Smidts, Pruyn, and VanReil (2001) on the impact 
of employees' communication and perceived external prestige on organizational 
identification. Sample consisted of N = 1127 employees. In this study, communication 
climate was given prominence which was considered to play a central role and 
mediating the impact on organizational identification. Outcome of the result showed 
that employee communication perceived external prestige and helps tc explain 
organizational Identification. 
Mael and Ashforth (2001) conducted a study on Identification in work and its 
contrasting reimbursements and dangers. In their deliberation they argued that the 
potential benefits of identification included enhanced self esteem, meaning, 
belongings and raised aspiration. Authors also discover the nature of idenlitlcation 
with work organizations by applying regression analysis on the data. 
Lowe, Schellenberg, and Shannon (2003) conducted study on employees' 
perceptions of healthy work environment. Study also professed to show influence of 
employees' perception on job satisfaction, employee commitment, workplace morale, 
absenteeism and intention to quit. Sample was of 2500 Canadian employees. Results 
revealed that employees in healthier environment have significantly (p < 0.01) higher 
job satisfaction, commitment and morale and lower absenteeism and intention to quit. 
Study supported the widespread model of workplace health that target \vorking 
conditions, work relationships and workplace organization for healthy promotion 
interventions. 
Kreiner and Ashforth (2004) studied the development on the model of work 
identification, author studied the treatment through which individual could drive 
identity from the organization. Paper gave four facets of model viz, identificatit)n, dis-
identification, ambivalent identification and neutral identification. Sample was of 330 
employees and results suggested the use of this model to get strong potential for 
application in organizational identification. 
Riordan, Vanderberg, and Richardson (2005) examined employee 
participation climate and organizational effectiveness. The study empirically 
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examined the association between perceived employee involvement climate and 
organizational effectiveness. Sample was taken from insurance companies and results 
indicated that organizations with high levels of perceived employee involvement 
climate lead to organizational effectiveness as measured through financial 
performance and turnover rate. 
Johnson, Morgeson, Ilgen, and Meyer (2006) studied the manifold 
professional identities. They examined differences in identification across work 
related targets and compared two groups of organizations and compared their 
identification, their organization their work group. They found different patterns of 
identification across two groups depending upon whether individual was an owner or 
partner or an associate. Proprietors were found to identify more their job than other 
work groups. 
Van Knippenberg, Martin, and Tyler (2006) examined the role of 
organizational identification in process - orientation versus outcome - orientation 
during organizational change. They argued that organizational identification as 
predictive of employee interest and concern during periods of organizational change. 
It was predicted that organizational identification may largely determine whether 
employees may be focused on salary, expenses etc or on the change processes (i.e. 
procedures, voice, participation options etc). Outcomes recommend that people who 
identify less with the organizations are more likely to focus on the change outcome 
than on the change process, while employees who identify more with their 
organizations are more likely to be focused upon the change processes than on the 
change outcomes. 
Lavinian and Antonio (2007) examined charismatic leadership and 
organizational outcomes and the mediating role of employees work group 
identification. Two field surveys were conducted consisting of 200 Italian public and 
private sector employees. Outcome of the study 1 revealed that charismatic leadership 
was positively related to work group identification and employees work effort was 
positively related to work group identification. Work group identification also 
mediated the relationship between charismatic leadership and work effort. Results of 
study 2 also highlighted the positive association between charismatic leadership and 
employees work group identification. Work group identification was also found 
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associated with their job involvement, job satisfaction, and performance and turnover 
intentions. 
Lee, Lee, and Lum (2008) argued that positive employees' attitudes ansmg 
from the provision of employees services were the result of a positive construed 
external image of the organization. It also showed that when employees perceived that 
outsiders viewed their organization optimistically, their levels of identification with 
their organization do increase. 
Cheung and Law (2008) investigated in their study through the mediating 
effect of perceived organizational support (POS) that how distributive, interpersonal 
and informational justice affects the extent to which employees identify with their 
organization. This assumption was tested on N=159 employees working in several 
service organizations. Results revealed that the positive effects of interpersonal justice 
and informational justice on organizational identification were fully mediated by 
perceived organizational support. Unexpectedly, distributive justice was found 
unrelated to perceived organizational support, but directly linked to work 
identification. 
Lee, Wu, and Lee (2009) investigated on the sample of bank employees and 
examined factors that influence employees' organizational identification. Results 
from multi-regression show that pre-merger organization identification, trust in the 
merger, and procedural justice - all have a positive influence on post-merger 
organizational identification. Trust in the merger had the most significant influence 
for both acquiring and acquired employees. Only the expected utility in merge- failed 
to have a significant influence on post-merger identification for both the groups, 
Hakonen and Lipponen (2009) in their study intended to test the hypotheses 
that the identification-effectiveness link should be stronger under high-trust than 
under low-trust conditions, and that the association between trust and effectiveness 
should be stronger when team members identify strongly with the team. Hakonen and 
Lipponen found clear empirical support for their hypotheses. 
DeMoura, Abrams, Retter, Gunnarsdottir, and Ando (2009) gave two 
models in which either job satisfaction or identification was indulged as a mediator of 
the other's relationship with turnover intention. The organizations varied in terms of 
culture (Japan vs. UK), and institutional domain (academic, business, health, mail, 
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legal). Within each organization, and meta-analytically combined across the seven 
samples, identification mediated the relationship between job satisfaction and 
turnover intention more than job satisfaction mediated the relationship between 
organizational identification, and turnover intention. Organizational identification also 
had the larger overall association with turnover intention. This pattern remained true 
when gender, age, type of organization, culture, and length of tenure were accounted 
for, although the direct relationship between job satisfaction and turnover intention 
was found stronger in private than public organizations and when the ratio of men was 
higher. 
Edwards and Peccei (2010) in their study found that perceived 
organizational supports has positive effect on organizational identification, 
organizational involvement and turnover intention. The finding also revealed that 
perceived organizational supports had a positive effect on identification which in turn 
predicts work related outcomes. 
Qureshi, Shahjehan, Zeb, and Saifullah (2011) conducted investigation on 
158 teaching and administrative staff of a public sector university. The results 
obtained that identification and self esteem as important predictors of organizational 
citizenship behaviour. It can be inferred from the results that development of 
organizational identification and self esteem may be used as a strategy to motivate the 
employees to engage in organizational citizenship behaviours to ensure improved 
individual and organizational performance in public sector organizations. 
Having given and highlighted the available literature on the work 
identification, now we are concerned to another important dependent variable viz., 
QWL. Hence, the on-going description of survey of literature will pertain to the 
phenomenon of QWL. 
Perceived QWL Studies: 
Quality of work life (QWL) is a criterion or it can be said to be the dependent 
variable in this larger research work and it is apparent from the history that direct 
studies on QWL started coming - in after the first paper presentation by Davis in 1972 
at Arden House, US and thereafter, increasing pressure was on QWL studies as 
organizations progressively adopting the philosophy of making the men happy at 
work for enhancing their motivation and will to work. The approach of QWL for 
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enhancing employees commitment and effective performance is not a recent 
approach. EarHer, the terms like job-enlargement and job-enrichment had emerged in 
the same chronological order as the strategies to minimize monotony, enhance job 
motivation and work satisfaction as well. There have been considerable siudies on 
QWL and these studies are generally in relation to job satisfaction, organizational 
climate physical working conditions, etc. 
Pestonjee (1973) investigated on the basis of his empirical study that 
supportive organization are optimistically related to workers' morale and job 
satisfaction. In similar study conducted by Schneider and Snyder (1975), it was found 
that climate and satisfaction are positively correlated and almost the same result was 
reported by LafoUette and Sims (1975) that organizational climate and practices are 
related to job satisfaction. 
Taylor (1977) suggested effectiveness of job satisfaction measures in 
assessing job characteristics in humanizing QWL is problematic. Paradoxically the 
high and stable levels of job satisfaction cannot explain the frustration and alienation 
in the organization. This leads to the conception that employees' participation in the 
action researches on QWL may itself reduce their frustration and feeling of alienation. 
Hackma, Pearce, and Wolf (1978) advocated that the job can be redesigned 
for enhancing workers motivation and developing organizational effectiveness and 
also to have the enviroimient desired by the people. This advancement seeks to 
enhance the quaUty of working life. 
Kumar and Bohra (1979) propounded association between employees' job 
satisfaction and their perception about existing organizational climate. The result 
showed that perceived organizational climate significantly influence workers' job 
satisfaction. The employees perceiving existing organizational climate as democratic 
were found to be highly satisfied with the job compared to those perceiving 
organizational climate as autocratic or undecided. 
Sayeed and Sinha (1981) examined the relationship among QWL dimensions, 
job satisfaction and performance measures on the two groups of samples working in 
high QWL and low QWL organizations (N=90). The result revealed that QWL 
dimensions are related to job satisfaction in both the types of organizations. A 
comparison between high and low QWL organization further indicated systematic 
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variation in the correlation pattern i.e., organization with low QWL tended to yield 
reasonably better relationship between QWL dimensions and performance measures 
of the organization with high QWL. 
Oldham and Rotchford (1983) gathered data on N = 114 flill-time office 
employees from 19 offices of a large university to find out the relationship between 
objective office characteristics (physical working conditions) and several measures of 
employees' reactions. Results indicated that each of the office characteristic was 
related significantly to one or more of the employees' reaction measures. Moreover, 
office characteristics affected several employees' reactions through their impact on 
the intervening variables. Ambrosini (1983) while reviewing the literature on QWL 
found the decline of work centered approach and the growth of interest in the 
relationship between work and non-work sphere. The principal perspective adopted 
during 1960 and 1970 are recapitulated, citing the emphasis on organizational and 
socio-technical studies of post Taylorist labour transformation; the appearance of the 
notion of subjective work experience then documented stressing the importance of the 
time dimensions and work flexibility as determinant of QWL. Singh (1983) made an 
endeavor to advance QWL by recognizing work and eliminating split-up goals and, 
thereby, made work satisfying and productive. Singhal highlights off-the-job quality 
of life where it is pointed out that quality of working life will be meaningful only if 
the people working in organization live a happy and healthy life in off-the-job-
situation. . The economic, familial and health related aspects to which employees are 
exposed as member of a larger society are significant factors that influence their QWL 
experience. Singhal also made a point that QWL is a time and situation bound except 
the conditions that requires constant revisions and modifications as psycho-socio and 
organizational contents of change over time. 
Hartenstein and Huddleston (1984) specified that for QWL measures to be 
successful, management and labour must have to share values. Without such values, 
managers are often authoritarian and deny workers sense of involvement, responsibly 
and autonomy, resulting in the workers lack of commitment and low productivity. 
In one study Kornabluh (1984) recommended that the notion of increasing 
workers' participation in decision-making is appearing more often on the labour 
management agenda as a strategy to improve employees' QWL. The reason for 
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management interest include the need for (1) increasing productivity and quality; (2) 
improving the QWL of the new workers who are educated and have good work ethics, 
but are alienated and unmotivated under current management practices; and (3) 
meeting foreign competition. 
A study carried out by Sekaran (1985) on bank employees to find out the 
nature of QWL exposed that QWL in bank is not high. The rationale for the low QWL 
was attributed to the external envirormient (Govt, and the union interference) facing 
the banks. Results of the study suggest to the government to formulate broad policies, 
provide autonomy in designing the jobs and recruitments of right peoole, and 
performance based reward system are also found most likely instrumental in 
enhancing employees' QWL. 
Braun (1985) presented a paper at the annual meeting of the Rural 
Sociological Society in which he gave some significant suggestions regarding QWL 
programmes and industrial justice. According to him, in the present work context 
QWL programmes tend to exist only to increased physical productivity, never to 
decrease it for the benefit of increase workers' happiness. To appropriately judge true 
productivity based on industrial justice, there must be a great societal and workers' 
voice on how productivity is defined. Small benefits to the company at higher costs to 
workers and to society at large are to be avoided. Such costs include speed-up. 
discrimination, and reduction in work freedom through increased setting of standards, 
lack of flexibility in setting - up and enforcing standards, pseudo-careerism. and 
defining out of existence of unskilled work that had served as a social buffer to 
provide jobs for anyone, no matter what his experience. Industrial justice requires that 
workers be allowed to produce with an average rather than an extraordinary amount 
of effort, and that they have the right to demand sympathy on occasions. Braun's 
argument seems to be highly central as the factors emphasized have real implications 
for experiencing QWL in true sense-Hence, these factors must be automatically taken 
up while making any QWL strategy. 
Graham (1985) explored worker's support and rejection attitude towards 
QWL programmes on the sample of shop floor workers. Result revealed that attitude 
towards QWL leads to four generalizations: (1) when workers obtain greater influence 
and respect in their relation with management they were likely to support QWL; (2) 
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where this greater influence facilitate them to obtain changes in both job procedure 
and working condition, they are likely to continue their participation; (3) if QWL 
increases cooperation among workers, they will likely to support it, but if it increases 
competition they are likely to reject the programme; and (4) worker's support for a 
QWL programme is likely to be maintained only if the power of the union in 
bargaining is not hindered. 
QWL programme if have such constructive effects on these four sets of 
relations, worker's ability to accept changes at the workplace to which they see as 
significant, is increased and their support for more cooperative relations with 
management is most likely to be developed and maintained. 
Rao in 1986 investigated the difference between quality of working life of 
men and women employees doing comparable work and also examined the effect of 
work on women. The result showed that there was noteworthy higher composite 
quality of working life scores for men than for women employees. Men employees 
had considerably higher scores for opportunity to learn to improve their skills, 
challenge in job, and discretionary elements in works. The findings also advocated 
that age and income had positive impact on perceived QWL for women. Also Rao did 
not found significant correlation between quality of work life and the quality of life 
for the sample of women. Moreover, he also obtained no effect of education on QWL 
experiences. 
A study conducted by Keller (1987) investigated the comparative contribution 
of work and non-work variables on quality of work life among different ethnic 
groups. The data consisted of 127 whites, 30 Hispanic, 33 Black Americans and 121 
Mexicans. The results indicated that there was no significant relationship between 
ethnic group membership and QWL. Home life and family network variables 
accounted for more variance in QWL than did the work variables like job satisfaction, 
job stress, and job level. Mehta (1987) conducted a study on the sample of senior and 
middle level officials helping in four states. The results designate that greater the 
proximity to the development, the lower was the perceived QWL. The findings also 
exposed that remotest the officials from developmental work, the more satisfied they 
were with their quality of work life. An interesting feature of the finding of this study 
was that departmental posting was also associated with perception of lower QWL than 
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the secretariat posting. The perceived quality of work amenities whicli include 
housing, education for children, drinking water facilities and salary etc. steadily 
declined as one moved closer to development work. 
In the study Gupta and Khandelwal (1988) positive noteworthy affiliation 
was found between QWL and role efficacy. The findings also revealed that 
supervisory behaviour is the most vital facet of the QWL, contributing 21 M) of the 
variance in the employees' role efficacy. Supervisory role include general satisfaction 
with supervisor's day-to-day behaviour, amount of communication and listening, and 
appreciation of good work. 
Chakraborty (1989) recommended that quality of domestic life - a major 
component of quality of work life transmits its unavoidable impact on the quality of 
home life so as to reduce the intensity of stress experienced in the context of work 
life. According to one forecast, by the end of 1990, more than 50% of American 
children will belong to single parent or no parent category, was used by the author as 
a major element in the construction of emerging aspect of stress. He warned the 
Indian to restrain from the uncalled problems of these socio-cultured changes. It !;> 
also suggested that there exist reinforcing cycle of stress both at home and in the 
workplace. 
Mee Lin and Bain (1990) made a concerted to carry out a survey of literature 
to identify the association between QWL programmes on organizational performance 
measures through reviewing of 27 studies on unionized firms. Impact of QWL 
programmes on organizational efficiency (the performance of labour-management 
relations and the economic and non-economic performance of the firms' were 
assessed through these studies at 3 levels: individual, group division and organization 
/ industry. All studies found favorable attitudes of workers towards QWL 
programmes. At all the three levels employee participation measures and job redesign 
were the approaches of QWL programmes which commonly implemented by both 
union and management. The studies showed mixed impact of QWL programmes on 
absenteeism, grievances, turnover, discipline, and labour relations. 
Havlovic (1991) conducted an investigation to examine the hypothesis 
regarding the influence of QWL initiatives on human resource outcomes. Tht- data 
was gathered at the unionized Midwestern heavy manufacturing for the ohase 
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between 1976 - 1986. The findings revealed that QWL initiative significantly reduce 
absenteeism, minor accidents, grievances, quits, etc. The study very clearly advocates 
the positive impact of QWL on work related behaviour and subsequently to work 
outcome. 
Fields and Thacker (1992) investigated the influence of QWL on company 
and union commitment. Results revealed that company commitment union 
commitment increased irrespective of the perception of QWL success. 
Long (1993) examined the impact of new office information machinery on job 
quality of female and male employees. The results witnessed noteworthy increase in 
job quality of both male and female employees and subsequent to the introduction of 
computerization where females experienced considerably larger increase of their job 
quality than males. This occurred because clerical and secretarial employees 
experienced much larger increase in job quality than did professional / technical 
employees or managerial employees. 
Karrier and Khurana (1996) examined the relationship of QWL with six 
back ground variables viz., age, educational qualification, experience, native / 
migrant, number of dependents, and income level three-motivational variables viz., 
satisfaction, job involvement, and work involvement on N = 491 managers taken 
from the public, private, and cooperative sector industries. The results of the study 
specify that managers with higher motivation have higher QWL perception. 
Moreover, the results also advocate educational qualification of the managers, size of 
the organization, job involvement, and job satisfaction as significant predictors of 
QWL. 
Paranjpe (1997) studied to classify the training areas for special education 
teachers as a fimction of their QWL perception and consequently on job satisfaction. 
Data from N=240 special education teachers of New Delhi schools (for handicapped) 
were analyzed by product moment coefficient of correlation and multiple regression 
analysis. The results indicated that out of sixteen job satisfaction factors, ten were 
significantly related to QWL-feelings (QWL-F) and five to QWL- conditions (QWL-
C). Some factors emerged as significant predictors of QWL-F and QWL-C, viz., 
interesting or enjoyable nature of the job; institute policies; amount of recognition and 
respect; and amount of compensation received for the work done. Factors that 
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emerged as insignificant predictors of QWL-F-C were identified as the potential areas 
of training which need to be strengthened. He categorized these factors into three 
clusters — group interaction and improvement in interpersonal relations; growth 
facilitation and progress; and working conditions. Further, it is argued that these areas 
can be improved upon by the school management and staff in a collaborative; manner 
through quality circle improvement programmes. 
Venkatachalatn and Velayudhan (1997) obtained that productivity iacreased 
with the change adapted through increased QWL perception of the employees , and 
also found several other factors—security, autonomy , equity of pay and rewards 
which help to enhance QWL, satisfaction, involvement, working environmeni, and so 
on. Moreover, finding revealed the positive association between QWL and 
organizational commitment. 
Lau and May (1998) examined how perceived image of a company s QWL 
will affect its market and financial performance. Growth and profitability of 2 groups 
of companies were compared based on sales growth, asset growth, return on equity, 
and return to assets. The results specified that companies with high quality of work 
life can also enjoy exceptional growth and profitability. 
Saraji and Dargahi (2005) in their study reported that a high quality cif work 
life (QWL) is indispensable for organizations to continue to attract and retain 
employees. QWL is a comprehensive program designed to enhance employee 
satisfaction. This research intended to provide insights into the positive and negative 
attitudes of Tehran University of Medical Sciences Hospitals' employees towards 
their quality of life. A cross-sectional, descriptive and analytical study was conducted 
onN=908 Tehran University of Medical Sciences hospitals' employees. The samples 
were selected from 15 hospitals. The results provide information that the majority of 
employees were dissatisfied with occupational health and safety; intermediate and 
senior managers with their income, balance between the time they spent working and 
with family and also indicated that their work was not interesting and satisfying. 
Tehran University of Medical Science hospitals' employees responding to this survey, 
have poor quality of work life. Researcher suggested more training and educations for 
Tehran University of Medical Sciences hospitals' managers on QWL issues be 
planned. 
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Royuela, Tamayo, and Surinaea (2007) studied that how the quality of work 
Hfe has been focused and defined by the European commission (EC). In recent 
researches they compared the European commission definition with the academic one 
and tried to see how close they are. They also analysed the likelihood of applying the 
institutional definition to the Spanish case through the development of specific 
indicators, then again concluded that QWL is increasingly important for policy 
makers. 
Timossi, Pedroso, Francisco, and Pilatti (2008) examined quality of life in 
the laboral atmosphere raised the development of several models of quality of work 
life. Among them, one of the most used has been the model proposed by Walton 
(1975) and the model was apprehensive about the QWL that is getting significance as 
a way to rescue human and environmental values that have been neglected in favour 
of technological advancement, productivity and economic growth. Although its 
utilization occurs in large scale, the Walton's QWL model may not be a suitable 
instrument for populations with a low schooling level. 
Recently Gupta and Sharma (2010) studied and reported that quality of work 
life affects the satisfaction level of employees of telecom employees and the 
implications of these findings suggest that quality of work life in Bharat Sanchar 
limited can be enhanced by such factors like "Adequate Income & Fair 
Compensation", "Safe & healthy working conditions", "Opportunities to use & 
develop human capacity", "Opportunity for career growth", "Social integration in the 
work force", "Constitutionalism in work organization", "Eminence of Work Life" and 
" Social relevance of work". 
Bolhari, Rezaean, Bolhari, and Baeramadeh (2011) conducted a study in 
which they firstly measured the level of quality of work life of information 
technology staffs and secondly they studied to inspect the connection between quality 
of work life and some demographic characteristics among them. The study was 
conducted on N = 292 IT staffs and the results suggested that the level of quality of 
work life is medium and needs managers' attentions to enhance. No significant 
relation was found between gender and quality of work life, but relationships of 
quality of work life with age, work experience and 3 incomes were obtained. 
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Sheel, Sindhawani, Goel, and Pathak (2012) reported on the basis of their 
study that Quality of work life is being used these days by organizations as a tactical 
tool to attract and retain the talent. QWL policies are increasingly becoming part of 
the business strategies and focus is on the potential of these policies to influence 
employees' quality of working life and moreover to help them maintain work-life 
balance with equal attention on performance and commitment at work. The study 
revealed that one of the most important determinants of Quality of Work Life (QWL) 
is the career grovs1;h opportunities as supported by various researches done in past too. 
Studies also predict that employee performance as correlated with QWL. 
One very important investigation Chandranshu Sinha (2012) undertook the 
study to discover the factors of quality of working-life experiences in organizations. 
The study-focused on 100 employees holding middle managerial positions in various 
organizations. The factor analysis of the component 'quality of working-life 
experiences' led to the extraction of 3 factors from various organizations. Tlie three 
emerging factors were "relationship-sustenance orientation", "futuristic and 
professional orientation" and "self-deterministic and systemic orientation". The 
results indicate that these factors have substantial roles to play in satiating the needs 
of the employees and how at middle managerial level different aspects are valued and 
employed for developing a unique and inimitable quality of working life within their 
socio-technical systems for eliciting favorable job-related responses. 
Gayathiri and Ramakrishnan (2013) examined in their study that the 
increased complication of today's environment poses several challenges to hospital 
management during the next decade. Trends such as changing organizational 
structures, increased knowledge and specialization, interdisciplinary collaboration, 
advancement of technology, new health problems and health - care policy, and 
sophistication in medical education have to play significant role. As all these affect 
the nursing profession and skill requirements as well for their commitment to 
performance in hospitals. In view to this, hospital management has to ensure quality 
of life for nurses that can provide satisfaction and enhanced job performance. 
XhakoIIari (2013) conducted a research and examined that the numerous 
studies conducted on the quality of working life have shown that a high quality of 
work life leads to a higher productivity of the organization, and higher performance. 
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motivation, commitment, pride, satisfaction of employees at work. The subjects of 
this study were mental health workers in Albania. This research reviews the meaning 
of quality of work life and analyses constructs of quality of work life based on Walton 
model. The constructs of quality of work life discussed are, adequate and fair 
compensation, safe and healthy working conditions, opportunity to use and develop 
human capacities, future opportunity for continued growth and security, social 
integration in the work organization, constitutionalism in the work organization, work 
and total life space, the social relevance of work life. This was mainly a quantitative 
study with some elements of qualitative nature. There was a conclusion of the study 
that overall mental health workers in general are satisfied with their quality of work 
life. Quality of work life is also found positively related to all its constructs. 
Very recently Varnons (2013) reported in his research study the association 
between Quality of Work Life (QWL) and organizational commitment as it was a 
descriptive and surveying research with an applied goal. The random stratified 
sampling method was used to collect the data. Data was collected by using 
questionnaires that were distributed between staff managers and deputies. The 
findings of the study revealed relationships between independent variables 
(dimensions of QWL, salary and allowances, health security and work conditions, 
growth opportunities and future development, balance between work and other life 
aspects, cooperation and significant social aids, social cohesion in work, development 
of human capabilities) and dependent variables viz., health security and work 
conditions and development of human capabilities had the most effect on 
organizational commitment; also, balance between work and other life aspects and 
salary and allowances had the least effect on organizational commitment. 
The above writing were related to criterion/dependent variables which had to be 
studied in the present investigation having discussed the above phenomena now it is 
warranted to give description about the predictor variables which were taken in 
present larger investigation leading to Ph.D degree in psychology. Therefore now 
onward discussion will pertain to these variables namely perceived organisational 
culture, upward - mobility and HRD practices in the same sequential order that 
followed: 
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Perceived Organisational Culture 
Organisational culture as a whole and its various facets were taken in this 
study as predictor variable. The aspect of organizational culture has its origin in the 
very human relation movement that emerged in the mid-1920s and was at its peak 
during 1930's to 1950's in the form of human relation movement. But formal stress 
on the characteristic of organizational culture has not a long history. It is only since 
the last three or four decades that oragnisations in progress have been giving 
importance to oragnisational culture and its meaning expanded to cover such an 
oragnisational atmosphere that may provide supportive humanized work atmosphere 
creating will to work among employees without focusing on coercive means and 
strategies to get employees self motivated at work. In this regard the available studies 
are being illustrated here. Before presenting studies, it is imperative to point out that 
organizational culture is a broad term which encompasses scores of determinants like 
organizational climate, leadership behaviour, participative management, open-
appraisal system, interpersonal-trust, autonomy at work, other humanized work 
strategies etc. Hence studies on these in relation to oragnisational culture are bemg 
presented below: 
Sharma (1983) investigated the significance of organisational climate for 
employees' motivation and satisfaction and she observed that factors like grievance 
handling, recognition, opportunities for enlargement and progress and participative 
management have been found instrumental for healthy organisation climate which 
subsequently enhances motivation and satisfaction of the job-incumbents. Shrivastava 
and Pratap (1984) also found positive relationship between positive peiception of 
organisational climate and job-satisfaction. 
Sharma (1989) conducted the study on humanization of work and job 
performance. On the basis of the findings, she highlighted QWL and organisations 
design as vital facet of organisational functioning. In 1992 Bradbeny and Preston 
had illustrated the story of resistance to internal cultural diversity in many American 
organisations and mentioned the basis why these resistant forces persist. The 
researchers have highlighted that how such resistant will become increasingly 
maladaptive in the evolving international environment and underscore the role of 
organisational development professionals in helping organisations to recognize the 
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sources of resistance to diversity in homogeneous organisations. They specified those 
organisations, which cannot successfully minimise the effects of tendencies toward 
personal biases and stereotypical judgements will become sluggish and unresponsive 
in the face of these emerging world realities. 
The study conducted by Sheridan (1992) examined the retention rates of 904 
college graduates hired in six public accounting firms over a six-year time. 
Organisational Culture values differ considerably among the firms. The variation in 
cultural values had a noteworthy effect on the rates at which the newly hired 
employees voluntarily left employment. Subjects voluntarily stayed 14 month longer 
in-the culture emphasizing interpersonal relationship values than in the culture 
emphasizing work task values. The association between the employees' job 
performance and their retention also varied considerably with organisational culture 
values. The cultural impacts were stronger than the collective exogenous influences of 
the labour market and the new employees' demographic characteristics. 
Rubaii-Barrett and Bcek (1993) highlighted in their study, the similarities 
and differences in work climate perceptions and levels of job-satisfaction among 
Anglo-American and Mexican-American employees of a general-purpose local 
government. Mexican-Americans accounts for a majority of the workforce studied, 
thus the observed differences in their work attitudes relative to the Anglo employees 
can be attributed to cultural differences rather than a numerical minority groups. 
Maxican-American on an average reported higher level of satisfaction with the 
personnel department and its procedures than did Anglo employees. As a group, 
Maxican-American highlighted the quality of supervision, degree of challenge in their 
job, relations with their co-workers less positively than did the Anglos. Hence, they 
contended these organisational culture facets are highly related to job-satisfaction. 
Phillips (1994) studied ninety six subjects from twelve organisations 
representing a cross-section of these two industries through holding interview. 
Considerable differences in conceptualizations of membership, competition, and the 
origins of "truths", the purpose of work, and the current narrow focus in research on 
industry-based cognitive constructs can be productively broadened to include a fiiUer 
variety of culture essentials and a wider range of industry participants were obtaining 
and reported by (Phillips, 1994). 
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Zamanou and Claser (1994) examined communication intervention program 
to change the culture shift which was measured through a triangulation approach. For 
the investigation, questiormaires, interview data and direct observations were 
combined to study the areas of organisation culture scale (OCS) before the 
intervention and a representative sample was interviewed. Then, the entire 
organisation participated in an organisation expansion program. Two years later, 
subjects again accomplished the OCS, they were interviewed, and participants were 
also directly observed. They noted that the facets viz., information flow, involvement, 
morale, and meetings are found considerably significant aspects of organisational 
culture. 
Bloor and Dawson (1994) projected a new conceptual framework for 
understanding professional culture in organisational context, beginning with an effort 
to identify the multifaceted interplay between individual sense making, group beliefs 
and culture. The progression of professionalization and the development of 
professional cultures are described and the influences of professional beliet" systems 
on organisational culture were examined. The interrelationship between four kinds of 
professional sub-culture and organisational culture is demonstrated in a case study 
analysis of an Australian home-case service. The constancy of an organisation's 
operative atmosphere was identified as a major factor that facilitates and constrains 
the propensity for professional sub-cultures to radically transform or incrementally 
refine dominant organisational culture. They concluded with a critical reappraisal of 
the significance of professional sub-culture as a determinant of an organisation's 
cultural system. 
Klein, Masi, and Weidner (1995) investigated a model linking and 
integrating the following constituents: normative aspects of organisation culture, the 
distribution and the total account of control, employee performance and perceived 
quality of service. They found significant association between organisation culture 
and control distribution; culture and total amount of control; culture and service 
quality; and culture and employee performance and total control and servict; quality. 
Results found to support the model. 
Harris and Mossholder (1996) discovered management style, organisational 
climate, leadership, an organisational definition of success, the "glue" binding the 
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organisation, and the dominant organisational characteristics as the attributes to 
indicate culture. Job-satisfaction, job involvement, organisational commitment, and 
job turnover intention were the affective outcomes measured. Results show that 
organisational commitment and optimism about an organisation's future explain the 
discrepancy between subject's assessments of the current culture and their ideal 
culture. 
Weatherly and Beach (1998) discovered the cormection between an 
organisation's culture and their decisions made within the organisation. The authors 
had two fold objectives first, to present a theoretical link between culture and 
organisational decision making, and secondly, to test some of the connotation of this 
link. They conducted four studies on employees and managers from commercial 
organisations. Study 1^ ' found that different organisations have diverse degrees of 
culture fragmentation and this could be measured by the organisational culture survey 
designed by Beach (1993). The second study obtained that the decisions of an 
organisation's members are influenced by the degree to which the features of the 
choices that are compatible with the features of the organisation's own culture. Study 
third highlighted that an organisation's members are more likely to endorse a 
management decision if the features of the decisions are friendly with the features of 
the organisation's culture. Study 4"^  , advocates that the greater the difference 
between subject's assessments of an organisation's culture as they perceived it to 
persist now and as they thought it actually ought to be, because employees felt 
dissatisfied with the existing job conditions. 
Bendixaen and Burger (1998) investigated in their study the influence of 
management philosophy on management and organisational effectiveness. 338 
managers from 41 different countries fulfilled questionnaires. Results specified that 
there were five dissimilar management philosophies: rational management, 
entrepreneurial management, elegant management, market-oriented management, and 
educated vs experienced management. These philosophies had untrustworthy degrees 
of influences on management and organisational effectiveness. Rational market-
oriented and entrepreneurial management was positively correlates to management 
effectiveness. Only market-oriented management was positively correlated to 
organisational effectiveness.. Results support the proposition that management and 
organisational effectiveness are dependent on management philosophies. In our view 
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the contention of Bendixaen and Burger (1998) is of course very noteworthy as 
organisational culture essentially is determined by the management philosophies m 
making strategies for running organisations with utmost effectiveness. 
Casey (1999) examined primary processes and effects of the so-called "New 
Organisational Culture" that is organised on the philosophy and practices of Total 
Quality Management (and its variations) which is increasingly being practiced in 
corporate organisations during 1990s. Analyses examined the effects of the 
organisational cultural practices of "family" and "team" on the employee and discuss 
their role in corporate discipline, integration, and control. The investigation comprises 
the data drawoi from field research conducted in a large multinational corporation and 
the analyses and critical social psychoanalytic perspective forms interoretative 
propositions. The paper discusses the conventional view that the practices of the "new 
culture" and its purported reforms of the hierarchical, specialized, conflict-ridden 
workplaces of traditional industrial organisations "empower" employees and provide 
"meaningful" relationships in the workplace. It is argued, on the contrary, that these 
new "designer" cultural practice serves as processes of regulation, discipline, and 
control of employee subject selves. 
Al-Shammari (1992) attempted to determine the confusion surrounding the 
relationships between organisational culture (OC) and the connected concepts of job-
satisfaction, corporate culture and leadership style. Theoretical and methodological 
differences between OC and the three concepts were addressed and it concluded that 
these concepts are not synonymous to organisational culture. 
Schuster, Morden, Baber, and Mckay (1997) estimated the effect of five-
year period of implementing a structured, seven-step strategy to obtain enhanced 
organisation performance through employee attitudes. A noteworthy change in the 
condition of the human organization was shown to be correlated with a 66% increase 
in profitability. Results indicate that in the Canadian/US context, employee-centred 
management was, at least, compatible with high performance and competitive 
advantage of these were also evidenced that in some instances organization 
performance was significantly superior through the participation and contribution of 
employees in problem-solving and decision-making processes. Hence, present 
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researchers too give much emphasis to employee - centred approach for employees' 
higher efficiency and organisational effectiveness as well. 
Den, Deanne, Maczynski, Motowildio, and Slawomis (1997) on the basis of 
their data made comparison between the Netherland and Polands' managers' 
perception of organisational culture and attributes compulsory for leadership 
effectiveness. Results point out that Polish organisations are seen by their managers as 
more likely to rely on social norms and procedures to avoid uncertainty, more likely 
to concentrate power at top management levels, and less likely to encourage future 
oriented behaviour, integrate persons into groups, and encourage organisational 
members to be fair towards others. Polish managers have firm believe that autocratic 
behaviour diplomacy, face saving risk avoidance, administrative skills, isolationism, 
individualism and status consciousness are necessary for leadership effectiveness. 
Johnson and Mclntye (1998) investigated organisational culture and climate 
correlates as job-satisfaction. Correlation indicated positive and significant 
associations for the measures. The measure of climate most strongly associated with 
scores on job-satisfaction was communication, followed by goals, creativity and 
innovation and decision making. Results are discussed in terms of their practical and 
meaningful relevance to organizational effectiveness. 
Wilson (2001) premeditated the actions of employees and pointed out that 
their beliefs, custom and values derived from the organizational culture influence their 
actions and the informal message that they communicate. A mystique still exists 
around the notion at organizational culture. This paper attempts to explain the 
mystique by reviewing the literature relating to organizational culture, focusing on 
definitions, the factors which influence it, and the arguments as to whether it can be 
managed. The paper highlights the complication of the phenomenon of organizational 
culture and the need for corporate markets to be more sensitive to this complexity in 
the development and execution of corporate communication strategies. This requires 
markets to work more closely with researchers and practitioners working in the fields 
of the organizational behaviour and human resource management. 
Robert and Wasti (2002) reported individualism and collectivism as 
meaningful facets in the context of organizational culture, and evaluated the construct 
validity of scale based on observed associations at the individual level (Person 
50 
organization fit) and the organizational level of analysis. Results obtained from the 
analysis signify that fit between individual's values and perceptions of the 
organizational culture predicted job attitudes, and that organizational indiN idualism 
was related to the use of individualistic human resources practice at the organizational 
level. The significant results for the person-organization fit added to the evidence for 
the construct validity of the states. The effectiveness of this approach for 
understanding the relationship between individuals, oragnisations, and societies are 
discussed. 
In one study Erdem and Satir (2003) reported organisational culture withm 
manufacturing organization (form the point of weak-strong and positive negative 
features) through the use of metaphors. The study shows that the use of metaphors is 
usefiil tool for uncovering feeling towards an organization and suggests thai it might 
be imperative for managers, researchers and consultant to understand and be sensitive 
to their use. 
Vander Berg and Wilderon (2004) viewed organizational culture as mutual 
perceptions of organizational work practices within organizational units. On the basis 
of empirical studies, they emphasized five facets: autonomy, external orientation, 
interdepartmental coordination, human resource orientation and impro^ement -
orientation. Use of this definition and a set of such generic facets would make easy 
the comparison of organizational cultures and the accumulation of research findings. 
Madsen, Miller, and John (2005) reported significant relationships between 
readiness for change, organizational commitment, and social (cultural) relationships. 
Brooks (2006) an intimate knowledge and awareness of culture should progress our 
capability to analyse organizational behaviour in order to manage and lead. From the 
above statement, it can be said that research in organizational culture enables 
capability to analyse organizational behaviour which translates into superior corporate 
performance. Brooks (2006) insists that despite the importance given to the notion of 
organizational culture for over five decades, there remain considerable debate on the 
nature and the value of studying organisational culture. 
Nelson and Cooper (2007) advocated that creating optimistic organizational 
culture helps in building employees strengths, rewards more than it reprimands, and 
also emphasize individual strength and growth. These three elements play significant 
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role in creating a good atmosphere in the firms through positive organizational 
culture. 
Ojo (2010) examined the influence of organizational culture on corporate 
performance in the Nigerian banking industry. Questiormaires were administered to 
respondents who were randomly chosen from the study population to find out their 
opinions and views on whether oragnisational culture has an impact on corporate 
performance. The results revealed some essential facts which Ojo's conclusions are 
based. One, of the things we can deduce from this study is that organizafional culture 
is very important in every business organisation and that it is correlated to corporate 
performance. This study shows that there is a positive association between 
organizational culture and corporate performance. 
Ehtesham, Tahir, and Muhammad (2011) has highlighted the relationship 
between components of organizational culture and performance management 
practices. In this study, primary data was collected through questionnaires on N = 140 
employees working at the commission on science and technology for sustainable 
development in south (COMSATS) Institute of Information Technology. The sample 
consists of both male and female faculty members. The regression and correlation 
statistical analyses were used. The results from the statistical analyses show that 
involvement is highly correlated with consistency and adaptability. Similarly, the 
other facets of organizational culture have been found to have an affirmative 
significant relationship with the performance management practices. 
Ng'ang'a (2012) highlighted that an institution's culture could be strong and 
cohesive when it conducts its business according to a apparent and explicit set of 
values and principles which the management devotes considerable time to 
communicate to employees and students, and which values are shared widely across 
the organization. The three factors that are likely to have great impact in the building 
up of a strong culture are; a founder or an influential leader who established desirable 
values, a sincere and dedicated commitment to operate the business of the institution 
according to these advantageous values and a genuine concern for the well-being of 
the institution's stakeholders. 
In the preceding pages of the chapter-II with regard to studies related to 
organizational culture, it is amply clear that organizational culture has its high value 
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in determining work related perception and behavior. The studies also advocate that in 
the present business word has received much more attention and there by highly open 
and supportive culture of emerging organisations are widely being witnessed. 
However, organisational cultural implications have been found conducive to 
organisation grov^h and development. 
Having elaborated organisational culture related available studies, it is also 
warranted to move to examine these studies related to HRD practices - an another 
predictor (IV) variable. The details of these studies conducted in the pasi on the 
relevance and implications of HRD practices pertaining to individual as well as 
organisational productive efficiency - the hall-mark of any organisation pertaining to 
any organisational ultimate objectives. 
HRD Related Studies 
HRD practices are very common strategy to help organisations to grow and 
develop. Hence, it is very important to mention here that HRD practices in an 
organization have wider scope in harnessing and accelerating human working 
capabilities and capacities that are being undertaken to enhance organizational 
effectiveness. In the description to follow HRD practices related literature will be 
described and examined. Here, it is also imperative to mention that HRD - practices 
contains a wide scope and practices hence, there may be studies that are directly 
concerned HRD practices and there may be many more which indirectly talk about 
such practices. 
Glaser and Eynde (1989) recommended four strategies an organization can 
adopt to move towards a participative management style i.e., the "top down" approach 
(a role modeling approach); the "internal" approach in which the starting point to 
participative management begins from middle order i.e., the "joint labour 
management" approach; and the "bottom up" approach, involving formation of work 
structures and problem-solving processes that give employees the means to 
communicate recommendations for organizational improvements. 
Singh (1989) conducted a study to identify the variables that affect managerial 
success. Data were collected on N = 324 managers (aged ranged from 27 to 58 yrs). 
Criteria for managerial success were number of promotions in the fonn of career 
progression and length of service. Results discovered that successful managers were 
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intelligent, reserved, placid, radical, relaxed, power - oriented, younger, and well -
educated. Seven factors associated with managerial success emerged were emotional 
stability, intrinsic values, anxiety, introversion vs achievement, and conservation vs 
radicalism. 
Kumara and Koichi (1989) examined a hypothesis that supportive 
supervision and co-worker's social support optimistically affects the employees' 
satisfaction with the work climate. Responses of 126 employees were analyzed that 
supported the hypothesis. Moreover, a significant interaction effect among supportive 
supervision and job awareness was obtained. This interaction suggests that supportive 
supervision was very essential in increasing job satisfaction when workers had low 
level of job awareness. 
Zeffane and Macdonald (1993) had carried out a survey on N = 1300 
employees of the Australian telecommunication industry to explore the significance of 
various aspects of organizational changes, uncertainty, participation, and alienation in 
the work context. Results revealed that organizational change, participation, and 
uncertainty have a noteworthy bearing on the feelings of individual's level of 
alienation. They also noted that there is a noteworthy impact of participation - in both 
routine and specially, strategic decisions on these feelings. Moreover, findings 
indicate that perceived change relates to experience uncertainties, resulting in 
alienation. Perception of change may include knowledge of change, which in turn 
relates to clarities/ambiguities about organizational outcomes. 
Hall and Hall (1995) presented an assessment model that offers a systematic 
way to evaluate a firm's growth strategy in the light of human resource implications. 
The assessment was prepared as a series of questions and includes an evaluation of 
employee's knowledge, skills and abilities coupled with their motivation. They 
suggested that enlarged expectations that are not matched to the industry and to 
competitive conditions should be adjusted for enhancing motivation. 
Gani and Rainayee (1996) investigated 50 managers and 150 workers of 
HMT (Kashmir unit) to examine empirically the policy and practice of HRD in the 
organization and explored the attitudes and approaches of managerial personnel and 
workers towards the existing practices of HRD. The results out of this study showed 
that HRD practices in the organization are ineffective that adversely affected 
54 
productivity, morale, job knowledge, and potential de'9ftkipiBsaifc»0fernployees. The 
top management was found having damp attitude in developing its human resources. 
McNabb and Whitfield (1997) tested the hypothesis about the coonection 
between trade unions and the introduction of flexible work system and/or team 
working and examined the single and joint effect of such work practices and unionism 
on financial performance. The results indicate that the presence of a closed shop at the 
work place inhibits the adaptation of flexibility and team working but the presence of 
a recognized union is beneficial to their introduction. Further the joint effect of union 
presence and both flexibility and team working on financial performance was 
affirmative, even though the single effect of union presence was negative. 
d'Arcimoles (1997) investigated an empirical longitudinal study on b\ large 
French companies for the period from 1982 to 1989. Significant correlation was found 
between profitability or productivity ratios and human resource management 
indicators. Two major conclusions obtained were: training expenses may have some 
vital effects on immediate and future economic performance; and some recovery 
effects of dismissals could also be identified. 
Chung (1998) discusses some contemporary trends towards increasing human 
resource management practices (benefits and services) that effect employees' non-
work lives. Some of the historical contexts of organizations that have influenced 
employees' off-the-job lives have been highlighted. The article exposes why 
employee involvement in employees' non-work lives has become an imperative issue, 
and discusses employer influence through human resource management practices on 
employee non- work lives, particularly in the hospitality industry. 
Lee and Stead (1998) presented an overview of human resource development 
(HRD) in the UK since World War II. They suggested that there is a variety of 
stakeholders in HRD in the UK and that cohesion of view and approach has varied 
overtime. There have been three periods (post war structuralization, freemarket 
entrepreneurialism, and the new labour re-socialization) during which all parties have 
held a coherent vision. 
Wognum (1998) surveyed HRD representatives of companies in 3 economic 
sectors to study the HRD policy-making processes in these companies. Variables 
included, in HRD policy-making process are strategic choices about the specific field 
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content of HRD programs and participating employees, starting points for HRD 
processes, and distinctiveness of the company and the HRD department. Significant 
differences in the HRD policy-maicing process and resuhing strategic choices were 
found between groups and companies. The author argued that findings stress on the 
significance of further investigafion of effective and specific types of HRD policy -
making processes within companies. This is vital in order to align HRD programmes 
to the company's situation and thus, provide employees with right competencies at the 
right time to enhance their own performance, the departmental performance and that 
of company at large. In one another study, Cawley, Keeping, and Levy (1998) 
examined the association between participation in the performance appraisal process 
and various employee reactions through the meta-analysis of 27 studies containing 32 
individual samples. Findings revealed that overall participation in appraisal was most 
powerfully related to satisfaction. Here , it becomes evident that performance 
appraisal process functions - one of the HRD activities is highly related to job 
satisfaction subsequently lead up enrich QWL feeling. 
Mayer and Davis (1999) investigated a 14 month study of employee trust for 
top management. A 9-month quasi-experiment revealed the fact that the 
implementation of a more acceptable performance appraisal system increased trust for 
top management. The three proposed factors of trustworthiness (ability, benevolence, 
and integrity) mediated the association between perception of the appraisal system 
and trust. 
Mishra, Dhar, and Dhar (1999) conducted a study to test the hypothesis that 
job satisfaction is a correlate of HRD climate irrespective of the type of industry. 
Sample was drawn from a manufacturing (pharmaceutical) and a service (banking) 
industry, each with N=100 respondents. The findings of the study support the 
hypothesis and suggested that HRD climate denote to overall organizational climate 
by assisting individual as well as organizational expansion. 
Sethumadhavan and Kandula (1999) highlighted that: (i) Training is the 
most vital tactical tool to facilitate the government departments to anticipate and 
manage the changes, (ii) Traditional training system (TTS) is an inadequate strategy 
to supplement the endeavour of government departments in managing change, and 
(iii) need to substitute TTS with strategic training system (STS) as the later is a 
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powerful model for managing change and achieving excellence in government 
departments. The study reveals to the fact that new contemporary be - fitting 
techniques must be adopted for achieving excellence in work. It must be kept in mind 
that HRD functions are very wide in scope and is a continuous function which 
weakens resistance to change and strengthens organizational efficiency. 
Heijitjes (2000) explores in 2 steps the association between the design of 
human resource development policies and use of advanced manufacturing 
technologies. First, the association between advanced manufacturing technologies and 
changes in the production environment was examined. Second, changes in the 
production environment were connected to the design of HRM policies, for oae, data 
from 10 Dutch & British companies in the chemical food and drink industries 
indicated that the use of advanced manufacturing technologies significantly alter the 
production environment in terms of production, and process flexibility. The strength 
of the impact, however, differentiated between large batch and mass production on the 
one hand and continuous process production on the other hand, is dependent on the 
types of automation methods of manufacturing. 
Khatri and Budhwar (2002) examine strategies of human resource 
management concerns using qualitative approach. Two strategies were connected to 
the central organizational level constructs of structure and culture. The other three 
pertain to human resource strategy, human resource competency and human resource 
outsourcing. The study adopted a multiple case design method, with a view to 
understanding theory in strategic HR management research. Semi-staictured 
interviews were conducted and obtained results indicated that top management 
clarification and level of HR competencies together determine the role and status of 
HR function in organizations and that the companies studied and pursued a few HR 
strategies - informal and not communicated; formal but not communicated; formal 
and communicated. 
Searle and Ball (2003) examined consistency of organization's utilization of 
human resource development (HRD) tlirough recruitment, training and perfonnance 
management policies to support an enhanced firms' innovation performance. 
Representative of 88 industrial organizations accomplished surveys. Through a social 
psychological perspective, findings were dichotomized in the two diverts areas of the 
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psychological measurement of imiovation and the internal and external integration of 
destruct Human resource policy elements. Results show that while attaching 
importance to irmovation, the surveyed organizations, failed to consistently translate 
this importance into coherent human resource policies. Typically, Human resource 
policy rewarded non - managerial employee for innovation, while managerial staffs 
were expected to give innovative performance. This consistency is of course resist the 
blocks the generation of new ideas and their organisation wide implementation. 
Petranck (2004) talked of four common constituents which were discovered 
during the review of design and development of global HRD. Cooperation, 
collaboration, communication and culture were the four Cs that are considered to be 
the back - bone of any universal HRD organization. Each section of the four Cs 
presents the definition, discuss application, and summarize implementation. The 
opinion of the author is presented in the context of industrial system design to assist 
understanding the four Cs. 
Bhattacharya, Gibbson, and Dolly (2005) hypothesized that elasticity of 
employees, skills, employee behaviour and human resource development practices 
represent critical sub dimensions of human resource flexibility and are related to 
superior firm performance. Results based on perceptual measures of human resource 
flexibility and book - keeping measures of firms performance support this prediction. 
On the other hand, skill, behaviour and human resource practice, flexibility and 
significantly associated with an index of firm financial performance, the authors find 
that only skill flexibility contribute to cost efficiency. 
Shahzad, Bhatti, and Khalid (2007) studied impact of Technological Change 
on Human Resource Development practices and concentration of influence on 
different industries and finally comparing the frequency of Practices used by these 
industries against technological change. They used a single questionnaire comprising 
over three types of questions. Firstly, it determines the demographics of respondents 
along with experience, secondly, it determines the Human Resource Development 
practices, organization normally opt for employee development and lastly, it asks 
about hindrances organizations face in the way of employee development. In all N = 
150 employees were selected from five major industries in Islamabad and Rawalpindi 
in Pakistan. Organization size, business volume and geographical representation were 
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taken into consideration. This study explored the human resource devtdopment 
practices of organizations in Islamabad where companies respond swiftly and 
continuously towards technological changes in order to remain competitive. Fmdings 
show that mostly HRD practices were the same among different organizations. 
However some differences were found in educational institutions and Telecori Sector. 
On - the - job training was reported the most reliable tool for the Human Resource 
Development. At the end recommendations were given emphasizing on the 
continuous improvement in opting for the change management. 
Swain and George (2007) measured employees' perception of some of the 
human resource development (HRD) practices prevailing in the classified lotels in 
Orissa. Orissa is a state in the eastern India which has been greatly concentrating its 
developmental efforts at the tourism industry in general and the hotel sector in 
particular since the early 1980's. However, the results do not substantiate the quantum 
of efforts for which many reasons have been projected. A key argument -nade by 
critics is that these efforts were lopsided in that they gave undue importance to the 
marketing fimction and totally neglected complementary aspects like HRD. 
Maw (2009) presented two components of human resource (HR) oractices 
namely, training and information technology which had straight impact on 
organizational performance. In addition, Zaini, Nilufar, and Syed (2009) have 
mentioned four HRM practices viz., training and development, team work. HR 
plarming, and performance appraisal which may have positive and significant 
influence on business performance. 
Quresh, Akbar, Khan, Sheikh, and Hijazi (2010) viewed human resource 
management practices are being progressively considered as major contributory 
factors in financial performance of organizations. This research study successfully 
highlights the significance of HRM practices with impact on financial perfonnance of 
banks (FPB) operating in Pakistan. The major purpose of the study was to find out the 
relationship between 'HRM Practices' and the 'Financial Performance of Banks'. As 
sample, 46 scheduled banks were contacted, of which 38 responded. The HRM 
practices selected for the research study were selection, training, perfoimance 
appraisal system, and compensation system and employee participation. Empirical 
evidence was calculated through stepwise regression analysis, Pearson correlation and 
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descriptive statistics to support theoretical models that link HRM practices with 
financial performance of banks. The study concluded that all tested variables have a 
positive impact on financial performance of banks but the major contributory 
practices were identified selection, training compensation and employee participation. 
Mudor and Tooksoon (2011) highlighted in their study, the theoretical 
framework consisting of three human resources management practices (supervision, 
job training, and pay practices), job satisfaction, and turnover, and to explain the 
relations among these variables. Job satisfaction played an important role to 
employees' turnover because it leads employees to resign when their job satisfaction 
was low. The results indicate HRM practice a positively and significantly correlated 
with job satisfaction. On the other hand, HRM practices and job satisfaction were 
faund negatively and significantly correlated with turnover. However, the results of 
HRM practice and job satisfaction are strong predictors of turnover. 
Jose and Mampilly (2012) found in their study on employees commitment is 
a major concern in the management circles across the world. The notion is gaining 
increasing significance among managers and academic circles in India. In spite of its 
apparent significance, little researches have been undertaken till date for identifying 
the antecedents of employee engagement. This conceptual paper attempted to define 
an 'engaged employee' as the one who is positive, highly focused on his work, 
enthusiastic and willing to go an extra mile to contribute to sustainable organizational 
success on a long term basis. The research article also proposed an affiliation between 
employees' satisfaction with human resource practices and their level of engagement 
in the organization. This connection has been explained based on social exchange 
theory, hence, discusses the significance of employee engagement and its declining 
levels across the globe. Finally, the study also notices a dearth of research literature in 
this domain of human resource management in Indian context. 
The study conducted by Bibi, Lanrong, Haseeb, and Ahmad (2012) reported 
that job satisfaction of the university employees is very much connected to the human 
resource management practices. The HRM policies and practices manipulate and 
affect the performance, and job satisfaction of the university employees. Pakistan is a 
developing country, and the HRM practices are at immature phase and needs more 
expansion and growth. The HRM in Pakistani universities is facing many challenges 
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and needs more enhancement developing HRM activities and practices into effective 
ones to improve employee performance and job satisfaction level. 
Darongheha, Pashandi, Hooman, and Khanmohammadi (2013) havmg 
examined their study put forth suggestions regarding educational industry in 
Malaysia. They obtained that one of the common troubles in knowledge-based 
organizations is tendency of expert employees to leave those aspects that have had 
significant and negative affect on organizational performance. To stop this problem, 
different scholars have created different concepts such as organizational citizen 
behaviour, organization commitment, job satisfaction and HR practices. By applying 
appropriate human resource practices, universities may increase job satisfaction and 
organizational commitment may affect organizational commitment that and thereby 
turnover intention. 
In the preceding writings related available survey of literature pertaining to 
HRD practices were described. Now, onward discussion will pertain tc another 
predictors variables viz., "Upward - mobility". As have already been discussed in 
Chapter - I the avenues for Upward - mobility in any work organisation play very 
significant role so for as organisational outcome performance are concerned. 
Therefore it is also necessary to see the implications of Upward - mobility in the light 
of studies conducted earlier in this regard. 
Upward Mobility Studies 
Upward Mobility which has been taken as a predictor variable other than the variables 
like organization culture and HRD practices. A bit of detail regarding the studies of 
upward mobility will follow in the proceeding pages. 
Hasnin and Behl (1977) examined the relationship between job satisfaction 
and n-achievement among promoted and non-promoted employees. Out of the total 
sample of N = 90 upper division clerks, n = 30 newly promoted (group I), n = 30 
promoted a few years ago (group II), and n = 30 never-promoted employees (group 
III), were surveyed by administering n- achievement and job satisfaction measures. 
The results showed that group -1 and group - II employees had almost equal degree of 
job satisfaction and also somewhat similar degree of n-achievement. On the other 
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hand, significant difference was obtained between the perception of satisfaction and 
n-achievement among group I and group II and group III. The study concludes that 
high n- achievers are likely to be promoted hence, are satisfied with their occupations. 
It clearly indicates that chances for upward mobility leads to positive work related 
behaviour. 
Vardi and Hammer (1977) investigated the rates and directions of inter 
organizational job mobility and perception of mobility requirements among 298 
randomly selected rank and file employees. Findings highlighted that these variables 
differed by technology. Significant positive relationship of career experiences with 
expanded interest and effort were found. Positive Mobility experiences also contribute 
to the job satisfaction. 
Similarly, McEnrue (1989) examined whether perceived fairness of promotion 
practices are dependent on principally on the outcome of the decision-making process 
for employees, the perceived nature of promotion policies and their administration, or 
both. Researcher studied N=121 managers and assistant managers. The results 
indicated that managers' judgments on technical components (e.g., competency-
based, well defined promotion path) contributed significantly in predicting perceived 
promotion system, fairness over and above the contribution of distributive variables 
(e.g., personal opportunities, being by passed, number of promotions received). 
In the study conducted by Brudert, Preisendorfer, and Ziegler (1991) 
undertaking the structural factors influencing intra- organizational upward-mobility 
among N=3,369 blue-collar employees in a large West German Mechanical 
Engineering Company. Reported that in addition to individual characteristics, other 
factors e.g. the organizational hierarchy and process of organizational growth and 
contraction strongly affect workers' chances of advancement. They recommended that 
examination of such factors and their incorporation into models of intra-
organizational mobility can advance the explanatory power of such models while 
providing insight into the mechanism mediating the effects of individual features of 
advancement. 
Khan and Azam (1992) examined the relative significance of performance, 
personality and socio-environmental factors in managerial promotions as perceived by 
executives of two organizations belonging to private and public sectors. Data were 
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collected from executives of both organizations. Results revealed significant 
differences in the perception of some of the personality qualities, perfonnance and 
socio-environmental factors in the promotion. 
Ross (1994) designed his study to analyze the effect of satisfat;tion with 
promotional opportunities, satisfaction with promotion and reward evolution criteria 
(SWPREC), organizational commitment on job satisfaction and employees' expressed 
turnover intention. The sample of the study consisted of 64 internal audit supervisors 
and 62 non-supervisory professional staff- level auditors (their mean age were 29.8 
and 28.5 respectively). Satisfaction with promotional opportunities showed direct 
positive effect on job satisfaction and indirect effect on turnover intentions for both 
sample groups. For supervisors, satisfaction with promotion opportunities lad both 
direct and indirect effect on job satisfaction. For staff— level employees satisfaction 
with promotion and reward evolution criteria had both direct and indirect effect on 
turnover intentions. It is also suggested that both satisfaction with promotion 
opportunities and satisfaction with promotion and reward evolution criteria used in 
the promotion and rewarded system, had to be considered in developing a model of 
internal auditors' job satisfaction and turnover intentions. 
Burke (1995) carried on a study to investigate perceived benefits of promotion 
among employees of single large professional services firms. Results revealed that 
there exists some difference in perception of benefits among men and also between 
organizational levels. The most significant benefits were increased salary, persona! 
satisfaction and more interesting work. The least frequent benefits of promotion were 
working with more senior managers, partners and high status persons. 
Tang (1997) discovers in his study that the effects of race and genaer on 
professional status and promotions in US science and engineering. Longitudinal data 
collected during 1982-1989 as part of the 1989 survey on social scientists and 
engineers consisting of N=38,059 sample. Findings revealed that compared to whites, 
blacks, and Asians were equally less likely to be a manager in 1982. However, 982-
1989, only Asians (especially females) had a relatively low tendency to be promoted 
to management Evidence of a race/gender hierarchy in science and engineering was 
also found. 
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Luzzi and Fluckiger (1998) discover the promotions in the Geneva Canton of 
Switzerland in terms of sexual segregation. Data were drawn from both public and 
private sector organizations of different hierarchical positions. The promotion process 
was reviewed which demonstrated that greater magnitude was placed on the training 
and experience acquired by employees, marriage tends to make men more promotable 
compared to women and intercession of unions seems to be more advantageous for 
women than men. 
Kallenberg and Mastekaasa (1998) investigated in his study to explain the 
association between an organization's size and a person's probability of experiencing 
inter-organizational mobility (i.e., quits and layoffs) on a sample drawn from a 
broadly representative panel study of Norwegian organizations and their employees. 
The findings highlighted that employees of larger establishments in a private sector 
are less likely to be laid off and to quit their jobs. 
Hogan, Rybicki, Motowildio, and Borman (1998) conducted two studies to 
find out the association between supervisor's evaluation of contextual performance 
and personality characteristics in jobs where opportunities for advancement were 
either absent or present. The results obtained from these two studies suggested that 
when there are no opportunities for advancement, employees perform contextual acts 
because they are conscientious. However, when employees see opportunities for 
advancement, employees engage in contextual acts because they are ambitious. 
Benabou and Ok (2001) stated initiative that the poor do not support high 
levels of redistribution because of the hope that they or their offspring may make it up 
the income ladder. This "prospect of upward mobility" (POUM) hypothesis is shown 
to be completely compatible with rational expectations, and fundamentally linked to 
concavity in the mobility process. A steady-state majority could even be concurrently 
poorer than average in terms of current income, and richer than average in terms of 
expected future incomes. A first empirical assessment suggests, on the other hand, 
that in recent U. S. data the prospect of upward mobility effect is probably dominated 
by the demand for social insurance. 
Lawnelli and Paterson (2005) reported high absolute rates of mobility which 
were driven by structural change in the labour market, most remarkably the expansion 
of professional occupations. The expansion of professional jobs and the tightening of 
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manual jobs, together with educational expansion and comprehensive reforms, have 
enabled a large number of working class children to enter professional and managerial 
occupations. Education has aided upward mobility. However, education has not 
increased social fluidity i.e., it has not reduced the gap between social classes for 
having chance of entering the top-level occupations. This is because the highest social 
classes continue to maintain an advantage in the acquisition of the highest educational 
credentials. The two freshest cohorts in our dataset have witnessed a halt in upward 
mobility. This has been led by stagnation in the number of professional and 
managerial occupations available and by a "natural" limit reached in the possibilit} of 
being achieved upward positions provided that their parents have already reached to 
the top of the class ladder. 
In view of Lawnelli and Parerson, (2005) there are achievable scenarios for 
the future. One is that educational expansion continues so that inequalities do stan to 
fall significantly. This would happen if attainment among the most privileged classes 
reached a plateau with little opportunity for any further rise. So, overall expansion in 
education at this level would be likely to profit people of lower - class - origin 
disproportionately and hence, inequality would fall. If recruitment into the labour 
market remains broadly meritocratic, then that would, in due course, lead to an 
increase in social fluidity. That would be the optimistic scenario. The negative one 
would concern what might happen to educational policy in these similar 
circumstances. There might also be political pressure to differentiate attainment at ihe 
top end. An illustration of this would be differentiating between the statuses of 
particular higher education institutions, perhaps by charging differential fees; the best 
labour market rewards might then go to graduates from the highest-status universities, 
populated by the most middle-class students. In such circumstances, social fluidity 
would at best remain unchanged and could start to worsen for the first time in at least 
half a century. 
The above study has very clearly pointed out that educational inequalities still 
in the present modem age have kept rich richer and poor poorer in the modem world 
of work in terms of career - progression. There may be few exceptions but these 
cannot be taken for generalization. However, it is suggested that skill and 
performance should always be given as important criterion for rewarding promotion, 
keeping other things constant. 
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Overall picture of the available survey of literature highlight that the present 
piece of research endeavours on "influence of perceived organisational culture, 
upward mobility and organisation's HRD practices on employee's perceived QWL 
and work identification" have never been studied in the same fashion specially in the 
Indian context undertaking the sample population of engineers working in Kashmir 
valley. Therefore in the absence or paucity of similar research investigation, the 
present study definitely would have filled the void of knowledge in the area of 
research. 
A bird's eye view of the available survey of literature speak to the fact that all 
the variables which have been taken in present investigation have been studied 
independently in relation to other variables but these have never been studied with the 
same configuration. 
Moreover, such type of research has not been conducted in Indian context 
especially, the engineers working in Kashmir Valley. Therefore, the present research 
is unique that fills the void of knowledge in the discipline of organizational behaviour 
for improving employees work efficiency as well as organisational effectiveness. 
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Chapter - Three 
METHODOLOGY 
In any discipline whether it is a science, social science, commerce, humanities 
etc., for conducting research methodology plays a pivotal role. Research as defined by 
Redman and Mory (1923) is "a systematized effort to find out the solution of the 
problem". Mounton and Marais (1993) defined methodology as "the logic of the 
applications of scientific methods to the investigation of the phenomena". It is a kind 
of decision making process in which researcher has to select the appropriate model, 
sampling techniques, measuring instruments and data analysis methods suitable for 
selected problem. However, the objectivity of the scientific investigation is contingent 
upon the accuracy of research methodology adopted by the researcher. 
Formulation of research problem is followed by research design - the 
scientific procedure within which research is conducted in a smooth and unbiased 
fashion. Selltizer, Jahoda, Deutsch, and Cook fl962) pointed out that "research 
design is the arrangement of conditions for collecting and analyzing the data in a 
maimer that aims to combine relevance to the research purpose with economy in 
procedure". It is a kind of blue - print prepared in advance by the researcher with 
minimum expenditure of time, money, effort and other requirements. In Mohsin's 
(1984) view "research design contains a built- in system of checks against all factors 
that might affect the validity of the research outcome". In other words the efficacy of 
research design prepared by the researcher in advance, standardized tools for 
measuring the responses, adequate sample, and appropriate statistical methods for 
analyzing the data are the basic requirements for developing and maintaining 
objectivity in research that may have greater generality. 
In the light of the above facts and the nature of the present research problem, 
the following steps were taken for enhancing the efficacy and objectivity of the 
research endeavour. 
Sample 
This study was proposed to conduct study on the engineers workmg in 
government sector in Kashmir valley. The small portion of population possessmg an 
average similar qualities and characteristics of the total population is refened as 
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sample of that population. Mohsin (1984) contends that sample is the portion of the 
entire population or universe of a certain kind of objects. Thus for making findings 
more generalized to over-all population, it is essential that sample must possess 
almost all the qualities and characteristics of the population or universe selected for 
the investigation. Moreover, the selection of the sample should be dependent upon the 
very objective of the research problem. For the present proposed study as have 
already been mentioned engineers of government sector in Kashmir valley were 
chosen for studying the "Influence Of Perceived Organizational Culture, Upward 
Mobility and Organisation's HRD Practices on Employee's Perceived QWL and 
Work Identification". 
Engineers play an important role for building infrastructure of the organisation 
or the nation. They are the persons who formulate and implement policies, plans etc. 
in the organization. They act as a bridge between various constructions in the state. 
Whatever the changes (technical, systematic etc.) engineers want to bring in the 
organization, engineers are the first to be contacted in addition to plaimers for 
suggestions owing the overall information about the organizational plans. 
Taking into consideration the importance of engineers in an organization, the 
researcher found this work-force most suitable for the present investigation. The 
sample consisted of N=300 engineers who were randomly taken from departments of 
Kashmir division. The sample break-up is shown in Table 3.1. 
Table 3.1 
Break-up of the Sample 
Designation 
Junior Engineer 
Assistant Engineer 
Assistant Executive Engineer 
Total 
Number 
117 
101 
82 
300 
Kashmir division's engineering wing is very vide and huge where thousands 
of Engineers are working under these departments of Kashmir division. Relevant 
information of the sample characteristics have been given in Table 3.2. 
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TOOLS 
In behavioural sciences, measurements have always been considered a very 
complex task but an inevitable means to understand human experiences and 
behaviour. Among the various methods used in behavioural sciences, especially in 
psychology, questionnaire method is a convenient technique in understanding or 
gaining information about certain issues and problems. Pertaining to questionnaire, it 
is imperative to mention that without ascertaining the efficacy of the tools, reliable 
results cannot be obtained. Therefore, standardization of the psychological tool is 
necessarily and / or prerequisite. Standardization of psychological test involves - item 
analysis, ascertaining reliability and validity. In this regard, it is immensely important 
to mention that whatever the tools have been used in quest of studying the present 
problem, the standardized psychological tools were ascertained before administration. 
The descriptions of the various tools used in this investigation are being given 
below: 
Organisational Culture Scale 
Organisational culture was measured with the help of organizational culture 
scale developed by Imtiaz and Ansari (2000). The twelve dimensions of scale are 
namely: fairness, mutual trust, openness, organizational climate, synergy, 
organizational environment, autonomy, work values, organizational belongingness, 
confrontation, pro-action and organizational loyalty as discussed above. The 
response-rating system as in organizational culture scale is 5-point response category. 
The congruent validity of scale and validity coefficient is r = .76 which indicate that 
the test is highly valid. Therefore, organizational culture scale was confirmed as 
standardized scale. 
Quality of Working Life Scale 
This scale was developed by Shah and Ansari (2000) was used to measure 
QWL. The scale is 5-point Likert type scales ranging strongly disagree to strongly 
agree. The numerous dimensions which were identified are: Work itself; Employees' 
participation; Physical working conditions; Union-management relations; 
Organizational climate; Inter-group relations (employees relations); Autonomy at 
work; Organizational commitment; Supervisory relations (including trust); Clarity in 
organization; Recognition; Economic benefits; Self-respect; Employees health; and 
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Promotion. Items related to these dimensions were framed in the form of statements in 
simple, easy and highly indianized English language and in all there were 48 items. 
The reliability of the QWL-scale, split-half reliability coefficient r" was 
calculated that yielded the value r = .702 which is also found highly significant. 
Congruent validity of the QWL-Scale is also checked by comparing the scale with 
Porter's (1972) job satisfaction scale. The obtained value (r = .89) confirms the 
validity of the scale. 
Work Identiflcation Scale 
Work identification scale developed by Srivastava and Dolke (1978) was used 
to measure work identification. There are 12 items which are related to the twc-facets 
of work identification, i.e., (i) importance attached to work facet, and (ii) satisfaction 
of needs through work. Each facet contains 6 items. The respondents are required to 
respond on a 5-point scale by giving a score of 1 to highly disagreed statement and 5 
to highly agreed statement. The obtained reliability was found to be equal to 0.82 and 
validity equal to 0.75 that confirmed the scale was reliable as well as valid. 
HRD Scale 
HRD scale developed by Shah and Ansari (2000) was used to measure HRD 
practices. The 12 dimensions of the scale are: Forecasting human resource need in 
organization; Training; Organizational climate (team building, trust building); 
Organizational change (technological, system); Fairly liberal management functions; 
Employee-management relations; Total quality management; Flexibility Co-
operation; and Competition. Responses were measured on Likert type 5-point scale by 
measuring the presence of HRD activity by assigning ' 1 ' to the minimum degree; '2 ' 
to above minimum but below moderate; ' 3 ' to moderate; '4 ' to above moderate but 
below maximimi; and ' 5 ' to the statement when it is present in maximum degree. In 
this way the total score ranged from 40-200. Higher the total score, maximum will be 
the HRD-activities being performed in the organization. Out of 40 items 5-items were 
negatively phrased and hence, these items were scored in reverse direction. 
Through item analysis, the contingency coefficient ' C value converged in to 
chi-square (X^) value of all items shows high significance beyond .01 le^el of 
confidence except the item no. 26 and 35, which confirm their significance beyond 
.05 level of confidence. Split-half reliability coefficient r=.78 and the congruent 
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validity r = .79 both attained high significance level, hence, standardization of HRD-
scale gets confirmed. 
Upward Mobility Questionnaire 
The scale developed by Shah and Ansari (2002) was used to measure upward 
mobility. This questionnaire consisted of nine items, out of which four were 
negatively phrased. The items measure employees' perception about their chances of 
advancement, fairness in the promotion policies of management, and the mode of 
promotion. In this Likert type questionnaire, responses were measured from Highly 
Disagreement T to Highly Agreement '5 ' . Higher the score, more the employees' 
perception about the chance of their upward mobility in the organization. While 
calculating contingency coefficient ' C , it was found that all the items confirm their 
significance beyond .01 level of confidence. Split-half reliability coefficient r=.86 and 
congruent validity r=.88 were found highly significant. 
Biographical Information Blank (BIB) 
Biographical information blank was prepared for recording biographies of 
employees' viz., age, family status, number of dependents, marital status, rural/urban 
background. Moreover, information regarding qualification, work experience, number 
of promotions earned, and monthly income of employees was also incorporated in the 
biographical information blank. 
Statistical Analyses 
Once the data collected from the respondents, then it requires certain kind of 
statistical treatment to reduce long wide-spread scores into intelligible and 
interpretable form, so that results can be easily and conveniently understood. Analysis 
meeins categorizing, reduce, and summarizing data to obtain results of research 
problems (Kerlinger, 1984). 
Different types of statistical techniques are available which require proper care 
in giving care in giving statistical treatment to data. Hence, keeping in view the nature 
and objectives of the research problem multiple regression (stepwise) method of 
statistics was found best suited for analyzing the data and obtaining the appropriate 
results. 
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Multiple Regression method is quite flexible to access two or more predictors 
(IVs) at a time to see their influence on criterion variable (DV). This method not only 
tells us about the relationship between independent and dependent variables but also 
the strength of influence i.e., the contribution of predictors (IVs) to criterion variables 
(DVs). Generally, there are three techniques of using Multiple Regression viz., 
Standard, Hierarchical, and Stepwise, depending on the way predictor variable 
entering the equation. In stepwise method predictors enter to the equation step-wise 
i.e., one after the other on the basis of their highest simple correlation with criterion 
variables. This process continues until no more usefiil information is obtained from 
the further addition of predictors. In the present study this method i.e., Stepwise 
Multiple Regression was used for giving statistical treatment to the data. 
The above description provide clear picture of the various aspects which were 
undertaken very cautiously for empirical investigation. Hence, it ascertains that 
reliable results would have been obtained which are being presented in the proceeding 
Chapter - Four. 
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Chapter - Four 
RESULTS AND DISCUSSION 
The present chapter has been meant to describe and discuss the results. Since 
the present endeavour was to carried an empirical testing of the 'Influence of 
perceived organisational culture, upward mobility and organisation's HRD practices 
on employees' perceived QWL and work identification' Hence, in quest of julfilling 
the objectives of the investigation and empirically testing the hypotheses, stepwise 
multiple regression analysis (SMRA) was applied to give treatment to the data for 
identifying the significant predictors of criterion variables. 
Before describing and discussing the results, it seems imperative to mention 
the plan to deal with the results. In this regard, it is to say that firstly, the predictors of 
total quality of work life will be described and discussed and then its numerous 
dimensions. Similarly, in the next step another criterion variable viz, 'work 
identification' will be taken for identifying its predictors and then for the two 
dimensions of work identification in the same planned order. The results of the 
present investigation are being highlighted and their logical interpretation and 
discussion are also being given below 
Predictors of QWL and its various dimensions: 
As per plan, the tables from Table 4.1 to Table 4.IB provide the details of 
significant predictors of quality of work life (QWL). Table - 4.1 highlights the details 
of F-values obtained by using ANOVA which clearly show that five predictor 
variables emerged as significant predictors of QWL. These significant predictors are -
'HRD practices', 'Organisational culture', 'Co-operation' - a dimension of HRD 
practices, 'Organisational loyalty' - a dimension of Organisational culture, and 
'Autonomy' - a dimension of Organisational culture as their F-values ranging from 
minimum F = 90.359 to F = 291.650 are found significant beyond .01 level of 
confidence. The levels of significance of these predictors are so high that these come -
up for advocating strongly their relationship with QWL. 
In continuation to the above. Table - 4.1 A contains Beta-values (coefficients) 
and t-values. It is evident from Beta-values denoting coefficient that all coefficients 
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show positive relationships with Quality of work life. It means that 'HRD practices', 
'Organisational culture', 'Cooperation', 'Organisational loyalty' and 'Autonomy' 
have positive relationship with QWL of public sector engineers working in Kashmir 
valley. Moreover t-values also confirm the significant influence of obtained 
significant predictors on QWL as their level of significance obtained beyond .01 level 
of confidence, except 'Autonomy' which is found significant at .012 level of 
confidence. 
Table 4.1 
Predictors of Quality of work Life 
ANOVA^ 
1 
2 
3 
4 
5 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
67276.462 
68741.325 
136017.787 
78852.265 
57165.521 
136017.787 
812424.500 
54593.286 
136017.787 
82838.274 
53179.513 
136017.787 
83798.474 
52219.312 
136017.787 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
Mean Square 
67276.462 
230.676 
39426.133 
192.477 
27141.500 
184.437 
20709.569 
180.270 
16759.695 
177.617 
F 
291.650 
204.836 
147.159 
114.881 
94.359 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
.OOOe 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practice, Organisational Culture 
c. Predictors: (Constant), Human Resource Development practices. Organisational Culture, 
Cooperation, 
d. Predictors: (constant), Human Resource Development practices, Organisational Culture, 
Cooperation, Organisational loyalty 
e. Predictors: (constant), Human Resource Development practices. Organisational Culture, 
Cooperation, Organisational Loyalty, Autonomy 
f. Criterion variable: Quality of Work Life 
Table - 4.IB provides model summary which contains the values of R. Here 
R^  shows the quantum of contribution of each significant predictor to criterion 
variable viz.. Quality of work life. It is very clearly obtained that 'HRD practices' 
contribute 49% to enhance the perception of Quality of work life of engineers of 
government sector of Kashmir. Similarly, Organisational culture too emerged to 
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contribute approximately 58% in conjunction with HRD practices. It means that 
organisational culture contribute only 9% to Quality of work life. Similarly, 
'Cooperation'- a dimension of HRD practices contributes approximately ?.% but 
59.9% in conjunction with the earlier two significant predictors viz., HRD practices 
and Organisational culture. Organisational loyalty is found to contribute 
approximately \% but in conjunction with earlier three predictor variables it 
contributes 60.9%) to QWL. The last significant predictor namely 'Autonomy'- a 
dimension of Organisational culture contributes approximately 0.05% but in 
conjunction with the four earlier significant predictors, it is found to contribute 
approximately 60.6%) to QWL. The above results reveal to fact that except the above 
five significant predictors, remaining predictor variables failed to exeit their 
significant influence on QWL. Therefore, the hypotheses pertaining to significant 
predictors of QWL stand accepted whereas in case of non- significant predictors the 
hypotheses are found to be rejected (Hypotheses given on page nos. 27-28). 
Table 4.1A 
Coefficients" 
Model 
1 (Constant) 
HRD practices 
2 (Constant) 
HRD Practices 
Organisation Culture 
3 HRD Practices 
Organisation Culture 
Cooperation 
4 (Constant) 
HRD Practices 
Organisation Culture 
Cooperation 
Organizational Loyalty 
5 Constant) 
HRD Practices 
Organisation Culture 
Cooperation 
Organizational Loyalty 
Autonomy 
Unstandardized 
Coefficients 
B 
72.531 
.671 
34.309 
.576 
.354 
.444 
.353 
1.383 
28.660 
.458 
.302 
1.312 
.869 
30.800 
.437 
.225 
1.399 
.915 
.785 
Std. 
Error 
4.718 
.035 
6.547 
.038 
.046 
.051 
.045 
.370 
6.553 
.051 
.048 
.367 
.310 
6.570 
.051 
.058 
.366 
.309 
.338 
Standardized 
Coefficients 
Beta 
.703 
.604 
.308 
.465 
.307 
.195 
.480 
.263 
.185 
.111 
.458 
.196 
.198 
.116 
.111 
t 
15.374 
17.078 
5.240 
15.182 
7.755 
8.654 
7.895 
3.734 
4.373 
8.991 
6.336 
3.577 
2.800 
4.688 
8.487 
3.880 
3.821 
2.965 
2.325 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.003 
.021 
a: Criterion variable: Quality of Work Life 
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Now it is necessary to give explanation that why significant predictor 
variables are having their significant influence on QWL. Here, it is to mention that 
HRD practices have emerged as most important predictor of QWL especially, in case 
of engineers working in Kashmir valley. In this regard it is imperative to describe that 
HRD practices are made to harness human skills and capabilities for effectively 
utilizing of human capital. Since, this aspect of work organisation is positively 
correlated to QWL and its individual quantum of influence is approximately 49%, 
hence it is found to be an important and significant aspect which must be taken in the 
organisation to improve individual as well as organisational efficiency, subsequently 
leading to improve the perception of employees' quality of work life. It will not be 
out of context to say that HRD practices in organisations for improving human skills 
have spread as a fashion in the modem organisation but it is very conducive for 
achieving overall organisational targets and organisational effectiveness in general. 
The another significant predictor viz., 'Organisational culture' is also found to 
have its significant influence on QWL. With regard to organisational culture, it is to 
emphasize that culture refers to philosophy values and style of functioning of the 
organisation. Most conducive culture which is be-fitting to employees of a particular 
organisation is definitely important for enhancing the perception of QWL. The same 
thing happens here that positive culture involving greater autonomy, cooperation, 
interpersonal trust, fairness, work values and others, have their impact on the 
perception of employees' QWL. Therefore, it is to mention that positive 
organisational culture must be there in organisation that will not only enhance the 
perception of QWL but also will affect work related aspect like motivation, 
involvement and commitment. Therefore in the present scenario of world of work 
where the entire approach has changed from management - oriented to employee -
oriented, the aspect of organisational culture occupies a significant role in overall 
attainment of oragnisational effectiveness as well as human resource well being which 
may reflect in their QWL perception and other work related behaviour. 
The third significant predictor variable namely 'Cooperation' - a dimension of 
HRD practices is found to significantly predict QWL. Cooperation has always been 
important dimension either at the work place or outside the organisation because the 
aspect of cooperation involves deep-rooted meaning that shows once satisfaction with 
people, work and the organisation that contributes to enhance the level of QWL. It is 
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to mention at this juncture that people behave following hedonistic philosophy which 
refers to the meaning that 'behaviour is directed towards pleasure and away from 
pain' hence highly cooperative conditions of organisation will positively work in tune 
with human nature to give high level of satisfaction as well in enhancing once 
perception of QWL. 
The fourth factor which came up as significant predictor of QWL is 
'Organisational loyalty' - a dimension of Organisational culture. With regard to 
organisational loyalty, it is to say that every organisation seeks loyalty from their 
employees and employees' loyalty to organisation is rewarded in many ways. Loyalty 
is not something which can be shown or directly perceived by others but it is reflected 
from the behaviour of the employees. Therefore a loyal employee to the organisation 
will be disciplined, punctual, regular and highly productively efficient. Employees 
with such organisation culture values are mostly likely to have the perception of high 
quality of life. 
Table 4.1B 
Model Summary 
Mode 
1 
2 
3 
4 
5 
R 
.703a 
.761b 
.774c 
.780d 
.785e 
R^ 
.495 
.580 
.599 
.609 
.616 
Adjusted R 
Square 
.493 
.577 
.595 
.604 
.610 
a. 
b. 
c. 
e. 
Predictors: (Constant), Human Resource Development Practices 
Predictors: (Constant), Human Resource Development Practices, Organisational Culture 
Predictors: (Constant), Human Resource Development Practices, Organisational Culture, 
Cooperation 
Predictors: (constant), Himian Resource Development Practices, Organisational Culture, 
Cooperation, Organisational loyalty 
Predictors: (constant). Human Resource Development Practices, Organisational Culture, 
Cooperation, Organisational Loyalty, Autonomy 
The last predictor variable viz., 'Autonomy' is obtained to significantly 
predict employees QWL. Autonomy is something which is demanded by CAeryone 
either child, young or old and especially in the organisational set up it is demanded by 
everyone across in hierarchical levels but absolute autonomy cannot be given to 
everyone either on the job condition or off the job situation because autonomy can 
create high level of indiscipline and chaos. This is the reason why, all human societies 
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and the work organisation set certain rules and regulations to control human 
behaviour, hence level of autonomy is given to employees according to position/she 
holds in the organisation. However autonomy is an important aspect which enhances 
the sense of perceived employees' quality of work life. 
Above five factors were the real significant predictor variables of QWL and 
remaining variables are found to be insignificant predictor of employees QWL. When 
we talk of insignificant predictors, we mean that contribution of these is so minimum 
which are imperceptible hence, elicit no significant impact on criterion variable. 
Table 4.2 
Predictors of Work itself- a Facet of QWL 
ANOVA^ 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
5 Regression 
Residual 
Total 
6 Regression 
Residual 
Total 
Sum of 
Squares 
249.202 
1785.128 
2034.330 
420.050 
1614.280 
2034.330 
505.551 
1528.779 
2034.330 
559.008 
1475.242 
2034.330 
621.121 
1413.209 
2034.330 
640.532 
1393.798 
2034.330 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
5 
293 
299 
Mean Square 
249.202 
5.990 
210.025 
5.435 
168.517 
5.165 
139.772 
5.001 
124.224 
4.807 
106.775 
4.757 
F 
41.601 
38.641 
32.628 
29.950 
25.843 
22.442 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
.OOOe 
.OOOf 
a. Predictors: (Constant), Cooperation 
b. Predictors: (Constant), Cooperation, Organisation Loyalty 
c. Predictors: (Constant), Cooperation, Organisation Loyalty, Proaction, 
d. Predictors: (constant). Cooperation, Organisation Loyalty, Proaction, Fairly 
Functions 
e. Predictors: (constant). Cooperation, Organisation Loyalty, Proaction, Fairly 
Functions, Competition 
f. Predictors: (constant), Cooperation, Organisation Loyalty, Proaction, Fairly 
Functions, Competition, Training 
e. : Criterion variable: Work itself 
Liberal Management 
Liberal Management 
Liberal Management 
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Table 4.2A 
Coefficients * 
Model 
1 (Constant) 
Cooperation 
2 (Constant) 
Cooperation 
Organisation loyalty 
3 (Constant) 
cooperation 
Organisation loyalty 
Proaction 
4 (Constant) 
Cooperation 
Organisation loyalty 
Proaction 
Fairly liberal management 
functions 
5 (Constant) 
Cooperation 
Organisation loyalty 
Proaction 
Fairly liberal management 
functions 
Competition 
6 (Constant) 
Cooperation 
Organisation loyalty 
Proaction 
Fairly liberal management 
functions 
Competition 
Training 
Unstandardized 
Coefficients 
B 
9.155 
.303 
5.932 
.281 
.280 
4.486 
.279 
.220 
.233 
3.889 
.219 
.223 
.211 
.171 
4.367 
.277 
.226 
.224 
.208 
-.184 
3.793 
.246 
.227 
.243 
.190 
-.197 
.121 
Std. 
Error 
.587 
.047 
.802 
.045 
.050 
.859 
.044 
.051 
.057 
.864 
.047 
.050 
.057 
.052 
.858 
.049 
.49 
.056 
.052 
.015 
.990 
.051 
.049 
.056 
.053 
.051 
.060 
Standardized 
Coefficients 
Beta 
,350 
.325 
.291 
.232 
.228 
.214 
.253 
.232 
.194 
.178 
.320 
.235 
.206 
.217 
-.198 
.284 
.236 
.224 
.198 
-.212 
.112 
t 
15.596 
6.450 
7.398 
6.263 
5.607 
5.224 
6.386 
4.322 
4.069 
4.499 
4.659 
4.456 
3.721 
3.272 
5.090 
5.677 
4.607 
4.019 
3.984 
-3.592 
4.217 
4.824 
4.652 
4.325 
3.615 
-3.836 
2.020 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.044 
a: Criterion variable: work itself 
After discussing the significant predictors of quality of work life, now 
predictors of its dimensions will be taken up. Therefore tables - 4.2, 4.2B higJilights 
the significant predictors of 'Work itself - a dimension of QWL. Table - 4.2 gives 
the F-values of significant predictors analysed by ANOVA. This table clearly 
highlights that six variables viz., cooperation, organisational loyalty, proaction, fairly 
liberal management functions, competition and training emerged as significant 
predictors of 'Work itself - a QWL dimension as their F-values ranging from 
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minimum F= 22.44 to maximum F= 41.60 are statistically significant far beyond at 
.01 level of confidence. 
Similarly, table - 4.2A provides Beta - values for showing the direction of 
relationship. It is found, that except 'competition' - a dimension of HRD practices 
which has negative relationship with the criterion variables, all remaining five 
significant predictors came up to have positive relationship with the criterion variable 
- 'work itself (a dimension of QWL). This table also provides t - values which are 
also found highly significant at beyond .01 level of confidence except 'training' - a 
dimension of HRD practices which is significant at .05 level. 
Table 4.2B 
Model Summary 
Mode 
1 
2 
3 
4 
5 
6 
R 
.350a 
.454b 
.499c 
.524d 
.553e 
.561f 
R^  
.122 
.206 
.249 
.275 
.305 
.315 
Adjusted R 
Square 
.120 
.201 
.241 
.265 
.294 
.301 
a. Predictors: (Constant), Cooperation 
b. Predictors: (Constant), Cooperation, Organisation Loyalty 
c. Predictors: (Constant), Cooperation, Organisation Loyalty, Proaction, 
d. Predictors: (constant), Cooperation, Organisation Loyalty, Proaction, Fairly Liberal Management 
Functions 
e. Predictors: (constant). Cooperation, Organisation Loyalty, Proaction, Fairly Liberal Management 
Functions, Competition 
f. Predictors: (constant), Cooperation, Organisation Loyalty, Proaction, Fairly Liberal Management 
Functions, Competition, Training 
In continuation to the above table - 4.2B gives R^ that refers to the quantum 
of conjunction of different significant predictors to criterion variables viz., work itself 
It is evident from the table that Cooperation contributes 12%, Organisational loyalty 
8% whereas combined with Cooperation contributes approximately 20%, Proaction 
individually contribute approximately 4% whereas in conjunction with two earlier 
factors it contributes 24%. The fourth significant predictor namely 'Fairly liberal 
management functions' (a dimension of HRD practices) contribute individually 
approximately 2%) but combined with the earlier significant predictors the 
contribution goes up to 26.5%. The fifth significant predictor namely Competition 
individually contributes approximately 3% and combined with earlier four predictors, 
81 
the contribution emerged to approximately 29.4%. The last significant predictors that 
i.e., 'training'- a component of HRD practices found to contribute independently 
approximately 0.6% but in total the contribution of all significant predictor variables 
was found to be 30.1% to work itself (QWL dimension). 
Before discussing and giving logical explanations of obtained significant 
predictors of work itself, it will be right to say that the significant predictors namely 
cooperation and organisational loyalty have already been discussed earlier under the 
context of tables from 4.1 to 4. IB, therefore these two variables will not be discussed 
here as explanations given earlier stand here too explain the relationship of two 
significant predictors with work itself (a dimension of QWL). 
Therefore now, only four significant predictors of work itself namely 
proaction, fairly liberal management functions, competition and training will be 
discussed. 
It is evident from the table of results that proaction is the third significant 
predictor in the hierarchy of prediction to influence work itself 'Proaction'- a 
dimension of organisatioanal culture which has always been demanded by any 
organisation which is value usually embedded in all cultures of world. Therefore, 
proaction to organisation of an employee is highly appreciated, hence this contribute 
to improve the feeling of satisfaction with work itself and subsequently contributing 
to once perception of high QWL. It is important to mention here that the perception of 
high QWL of any employee make him highly motivated, job involved and 
commitment wdth work and organisation. However, proaction is a universal 
organisational cultural value to enhance all sort of work related behaviour especially 
the satisfaction which must be developed and maintained for giving rise to numan 
happiness and perception of high QWL at work place. 
The next three significant predictors of work itself emerged in their 
hierarchical order are fairly liberal management functions, competition and training. It 
is to note here that all these three predictor variables are aspects of HRD practices. 
Now explaining these variables it is to first mention that fairly liberal management 
functions and aspect of training have positive significant relationship with work itself 
whereas the aspect competition emerged to have negative relationship with 
satisfaction of work itself In this regard, it can be said without any reservation that 
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fairly liberal management functions of the organisation has always been perceived 
satisfying by the employees because fairness in itself is an open policy which does not 
leave any ambiguity and doubt for the employees, therefore absence of ambiguity and 
doubt lead to heighten satisfaction with 'work itself subsequently helping the 
perception quality of life to grow. Similarly, training is one of the important impact of 
HRD practices because generally it is to said that HRD practices is nothing but the 
training programme given to employees for enhancing abilities and harnessing the 
skill to perform job effectively. Therefore the training for developing perfection in 
employee is strong aspect in developing the sense of satisfaction with work itself. A 
fairly talented and skillful employee feels of himself as being above to all other peer 
group members at work place that gives him satisfaction and perception of QWL. 
So, far as the aspect of competition is concerned, it is to say that the 
competition all though is good but generally blocks the horizon of autonomy to carry 
on one's job freely and effectively. This is the reason why completion has negative 
relationship with satisfaction of work itself Therefore, it is suggested that without 
over emphasizing the notion of competition, the satisfaction of 'work itself - a 
dimension of QWL are enhanced by making functional other HRD practices. 
Now onward the description and discussion will pertain to the significant 
predictors of 'Employee participation' - a dimension of QWL. Tables from 4.3 to 
4.3B highlight the results in this regard. Table 4.3 of ANOVA putforth eight 
significant predictors of 'Employee participation' - a dimension of QWL and here 
criterion variable. It is clear from the table that there are eight significant predictors 
and all have significant f-values beyond .01 level of confidence. These significant 
predictors are 'competition' - a dimension of HRD practices, 'fairness' - a dimension 
of organisational culture, 'work values' - a dimension of organisational culture, 
'autonomy' - a dimension of organisational culture, 'confrontation' - a dimension of 
organisational culture, 'employee management relations' - a dimensions of HRD 
practices, 'oragnisational belongingness' - a dimension of organisational culture and 
'training'- a dimension of HRD practices. 
Continuing to the next table- 4.3A gives coefficients in the form of Beta. All 
Beta - values have shown the above given significant predictors that these have 
positive relationship with one of them QWL dimension namely employee 
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participation except the two significant predictors viz., work values and confrontation 
have negative relationship. 
Table 4.3 
Predictors of Employee Participation - A Facet of QWL 
A N O V A ' 
b. 
c. 
d. 
e. 
f. 
g-
h. 
1 
2 
3 
4 
5 
6 
7 
8 
a. 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Predictors: (Constant 
Sum of 
Squares 
217.080 
843.920 
1061.000 
264.653 
796.347 
1061.000 
291.779 
769.221 
1061.000 
321.382 
739.618 
1061.000 
339.869 
721.131 
1061.000 
355.927 
705.073 
1061.000 
369.104 
691.896 
1061.000 
378.890 
682.110 
1061.00 
1, Competition 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
6 
293 
299 
7 
292 
299 
8 
291 
299 
Mean Square 
217.080 
2.832 
132.327 
2.681 
97.260 
2.599 
80.345 
2.507 
67.974 
2.453 
59.321 
2.406 
52.729 
2.370 
47.361 
2.344 
F 
76.654 
49.352 
37.426 
32.046 
27.712 
24.651 
22.253 
20.205 
Sig. 
OOOa 
OOOb 
OOOc 
OOOd 
OOOe 
•OOOf 
.OOOg 
.OOOh 
Predictors: (Constant), Competition, Fairness 
Predictors: (Constant), Competition, Fairness, Work values 
Predictors: (constant), Competition, Fairness, Work values, Autonomy 
Predictors: (constant). Competition, Fairness, Work value, Autonomy, Confrontation 
Predictors: (constant), Competition, Fairness, Work values. Autonomy, Confrontation, 
Management Relations 
Predictors: (constant). Competition, Fairness, Work values. Autonomy, Confrontation, 
Management Relations, Organisation belongingness 
Predictors: (constant). Competition, Fairness, Work values, Autonomy, Confrontation, 
Management Relations, Organisation belongingness, Training 
Criterion variable: Employee participation 
Employee 
Employee 
Employee 
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Table 4.3A 
Coefficients " 
Model 
1 (Constant) 
Competition 
2 (Constant) 
Competition 
Fairness 
3 (Constant) 
Competition 
Fairness 
Work value 
4 (Constant) 
Competition 
Fairness 
Work value 
Autonomy 
5 (Constant) 
Competition 
Fairness 
Work value 
Autonomy 
Confrontation 
6 (Constant) 
Competition 
Fairness 
Work value 
Autonomy 
Confrontation 
Employee management relations 
7 (Constant) 
Competition 
Fairness 
Work value 
Autonomy 
Confrontation 
Employee management relations 
Organisational belongingness 
8 (Constant) 
Competition 
Fairness 
Work value 
Autonomy 
Confrontation 
Employee management relations 
Organisational belongingness 
Training 
Unstandardized 
Coefficients 
B 
3.731 
.305 
2.170 
.284 
.118 
3.027 
.291 
.157 
-.124 
2.284 
.260 
.140 
-.133 
.112 
2.864 
.256 
.148 
-.121 
.130 
-.108 
2.454 
.212 
.143 
-.117 
.118 
-.112 
.086 
2.257 
.203 
.133 
-.126 
0.87 
-.130 
.094 
.106 
1.955 
.190 
.129 
-.132 
..091 
-1.34 
.080 
.108 
.081 
Std. 
Error 
.331 
.035 
.491 
.034 
.028 
.551 
.034 
.030 
.038 
.583 
.034 
.030 
.038 
.033 
.614 
.034 
.030 
.038 
.033 
.040 
.628 
.038 
.030 
.037 
.033 
.039 
.033 
.629 
.038 
.030 
.037 
.035 
.040 
.033 
.045 
.643 
.038 
.030 
.037 
.035 
.039 
.034 
.045 
.040 
Standardized 
Coefficients 
Beta 
.452 
.422 
.214 
.431 
.284 
-.175 
.386 
.254 
-.188 
.178 
.381 
.268 
-.171 
.207 
-.138 
.315 
.259 
-.166 
.189 
-.143 
.144 
.302 
.241 
-.178 
.139 
-.165 
.158 
.132 
.282 
.233 
-.187 
.146 
-.170 
.134 
.136 
.104 
t 
11.274 
8.755 
4.422 
8.305 
4.212 
5.492 
8.611 
5.212 
-3.231 
3.919 
7.589 
4.684 
-3.520 
3.436 
4.664 
7.556 
4.964 
-3.202 
3.946 
-2.745 
3.905 
5.618 
4.836 
-3.145 
3.602 
-2.869 
2.583 
3.587 
5.394 
4.503 
-3.382 
2.471 
-3.276 
2.834 
2.358 
3.040 
4.991 
4.367 
-3.563 
2.610 
-3.393 
2.376 
2.433 
2.043 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.001 
.001 
.000 
.000 
.000 
.002 
.000 
.006 
.000 
.000 
.000 
.002 
.000 
.004 
.010 
.000 
.000 
.000 
.001 
.014 
.001 
.005 
.019 
.003 
.000 
.000 
.000 
.010 
.001 
.018 
.016 
.042 
a. Criterion variable: Employee participation 
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Table- 4.3 B gives clear information with regard to quantum of contribution 
these significant predictors have to be perceived feeling of QWL especially to 
employee participation. These contributions are shown in the form of R . Hence 
competition contributes 20.5% to have the satisfaction with employee participation, 
whereas 'fairness'- a dimension of organisational culture contributes approximately 
4.4% but combined with competition both emerged to contribute 24.9% . Similarly 
cumulative contributions of work values is 27.5%, autonomy contributes 30.3 %. 
conirontation to 32%, employee management relations 33.5%, organizational 
belongingness 33.8% and training 35.7%. Here work values and confrontation - the 
two dimensions of organisational culture have significant satisfaction with employee 
participation but these two significant predictors have been found to have negative 
relationship. 
Where 'competition'- a dimension of HRD practices was found :o have 
negative relationship with one of the QWL dimension viz., work itself but here 
competition is found to have positive relationship with another criterion variable that 
is 'employee participation' - a dimension of QWL. In this regard, it is imperative to 
highlight that competition is a healthy sign which provide avenues or upward mobility 
both in terms of salary - progression and career - progression which it seems true 
here because it is here contributing to the satisfaction with employee participation in 
an organisation. Today's world of work is employee oriented hence employee 
participation is most likely to generate competition among them in quest of emerging 
with flying colours to gain rewards. This is the reason why competition here has a 
positive relation with one of the QWL dimension of employee participation. 
It also will be very relevant to mention that human behaviour is very complex 
as the same individual behaves or reacts one way in one condition but s/he reacts the 
other way in another situation. This has been the reason why the different relationship 
of the competition with work itself and employee participation have been found. 
Another significant predictor is 'fairness' - a dimension of organisational 
culture which significantly predicts employee participation. Since fairness ha\e 
positive relationship with employee participation, hence it is to say that every culture 
has values of fairness in dealing with people and other social issues. It seems to be 
true here that if there is fairness in an organisation, it will enhance the feeling of 
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satisfaction with employee participation that definitely will generate competition to 
get rewards - both psychological and financial. 
Table 4.3 
Model Summary 
Mode 
1 
2 
3 
4 
5 
6 
7 
8 
R 
.452a 
.49% 
.524c 
.550d 
.566e 
.579f 
.590g 
.598h 
R2 
.205 
.249 
.275 
.303 
.320 
.335 
.348 
.357 
Adjusted R 
Square 
.202 
.244 
.268 
.293 
.309 
.322 
.332 
.339 
a. Predictors: (Constant), Competition 
b. Predictors: (Constant), Competition, Fairness 
c. Predictors: (Constant), Competition, Fairness, Work values 
d. Predictors: (constant), Competition, Fairness, Work value. Autonomy 
e. Predictors: (constant). Competition, Fairness, Work value, Autonomy, Confrontation 
f. Predictors: (constant). Competition, Fairness, Work values. Autonomy, Confrontation, Employee 
Management Relations 
g. Predictors: (constant), Competition, Fairness, Work values. Autonomy, Confrontation, Employee 
Management Relations, Organisation belongingness 
h. Predictors: (constant). Competition, Fairness, Work values. Autonomy, Confrontation, Employee 
Management Relations, Organisation belongingness. Training 
The third significant predictor is of 'work values' - a dimension of 
organisational culture which has it negative relationship with employee participation. 
This is one of the interesting results which have obtained here, which will try our best 
to give the reasons of it, although it is very difficult to explain. Such patterns of 
relationship is unique which is very commonly but calmly observed by people in the 
present contemporary condition. Defending to such results it is to, mention without 
any reservation - that work values are very important but these sometimes does not 
work because people want to get something by hook and crook without their proper 
participation in the work affairs of the organisation. It is usually seen the increasing 
financial imbursement appraising people of the top by offering gifts, etc. which have 
become the easy means for getting anything and reaching to any height in this 
competitive world. 
This condition is not common but inversely affects the psych of employees 
while participating in achievement of organisation goals and objectives. 
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'Autonomy' - a dimension of organisational culture is another significant 
predictor which is at the fourth place in predicting employee participation since this 
already been explained under Tables from - 4.1 to 4.IB. Therefore, whatever the 
explanation given earlier stands here too because earlier under the context of total 
QWL and here it is under the context of one the dimension of QWL viz., employee 
participation. 
'Confrontation'- a dimension of organisational culture is another variable 
which emerged as significant predictor of employee participation. Confrontation 
refers to fight for the right cause or facing the other individual during the course of 
crisis. Confrontation as being one of the aspects of organisational culture, this quality 
must be there among the employee of the organisation. Confrontation in itself is a 
dynamic quality which in itself is source of employee participation hence healthy 
confrontation is instrumental for the satisfaction of employee participation leading to 
enhance the perception of employee QWL. However the quality of confrontation be 
taken positively but it should be for the right cause. It will be not be out of context to 
mention that confrontation is a dynamic employee's quality to exert for the right 
cause which will definitely contribute for the employee participation. 
An another variable namely 'employee management relations' - a dimension 
of HRD practices also came to significantly influence one of the QWL dimension 
viz., employee participation. Employee management relations are a significant and 
one of the most important aspects which is instrumental for dynamic employees' 
participation at the work place. Employee management relations means, refers to 
relationship between two groups of employees namely management and general 
employees. Goody goody relations between the two is likely to positively influence 
employee participation because in such case employees feel happy and ligtit to work 
and participate in the attachment organisation objectives and goals. Contemporary to 
it when there is a conflict between management and employees then negative work 
related behaviour are likely to appear like absenteeism, quitting, strikes, and other 
mode of confrontation that minimizes employees will to participate. Therefore, 
superior employee management relations will always be good for employee 
involvement in the form of participation for achieving the organisation productive 
efficiency and targets. 
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The seventh variable that emerged as significant predictor of employee 
participation is 'organisational belongingness' - a dimension of organisational 
culture. This factor being the part of the organisational culture may have deep rooted 
impact on employee participation. Organisational belongingness is a phenomenon 
which refers to employees' attachment and involvement with the organisation for 
which he/she is working that causes a person to feel that "it is mine" such feeling 
definitely gives impression of belongingness. If one perceives that it is mine then it 
will not be wrong to say that there is human tendency protect oneself as well as one 
own property or belongingness. Therefore such tendency among the employee to feel 
about the organisation as their own then it wills mostly likely significant influence 
employee participation willing, voluntarily/involuntarily subsequently leading here 
perception highten quality of work life. 
The last variable 'training' - a dimension of HRD practices is also emerged 
too as one of the predictor to employee participation. The explanations in this regard 
have already given under the context of Tables - 4.2 to 4.2B for explaining as 
significant predictor of work itself 
Tables from table - 4.4 to table 4.4B highlight the results pertaining to 
significant predictors of one of the QWL dimension viz., 'Physical working 
condition'. Here, it is very important to explain that physical working conditions have 
been taken as a very broad concept that does not only include lighting, noise, and 
temperature etc. but to the atmosphere prevailing in the organisation. This has been 
reason why that HRD practices, organisational culture, employee management 
relations; competition, training and synergy have emerged as significant predictor of 
'physical working conditions' - a dimension of QWL. All significant predictors have 
their f-values (table- 4.4) significant beyond .01 level of confidence, there ts and Beta 
- values (coefficients) were significant beyond .05 (table-4.4A) level of confidence in 
general. 
Table - 4.4B provides the data in terms of contribution of these six significant 
predictors of physical working conditions - one of the dimensions of QWL. The 
cumulative contribution in the form of R^  ranging from approximately minimum 25% 
to maximum 33%. The hierarchical of six variables contributing to physical working 
conditions are HRD practices, organisational culture, employee management 
relations, completion, training and synergy. 
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c. 
e. 
Table 4.4 
Predictors of Physical Work Conditions - A Facet of QWL 
ANOVA^ 
1 
2 
3 
4 
5 
6 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
603.208 
1811.178 
2414.387 
703.827 
1710.560 
2414.387 
748.192 
1666.195 
2414.387 
777.030 
1637.357 
2414.387 
804.847 
1609.540 
2414.387 
830.807 
1583.580 
2414.387 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
6 
293 
299 
Mean Square 
603.208 
6.078 
351.913 
5.759 
249.397 
5.629 
194.257 
5.550 
160.969 
5.475 
138.468 
5.405 
F 
99.248 
61.102 
44.305 
34.999 
29.403 
25.620 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
,000e 
.OOOf 
Predictors: (Constant), Human Resource Development practices 
Predictors: (Constant), Human Resource Development practices. Organisational culture 
Predictors: (Constant), Human Resource Development practices, Organisational culture, 
Employee- Management Relations 
Predictors: (constant). Human Resource Development practices. Organisational culture. Employee-
Management Relations, competition 
Predictors: (constant). Human Resource Development practices. Organisational culture. Employee-
Management Relations, Competition, training 
f. Predictors: (constant). Human Resource Development practice, Organisational culture. Employee-
Management Relations,, Competition training. Synergy 
g. Criterion Variable: Physical working conditions 
Trend of results appeared in Tables from Table - 4.4 to Table - 4.4B have 
already been discussed earlier except the two viz., 'training' - a dimension of HRD 
practices and 'synergy' - a dimension of organisational culture which need a 
explanation as here training appeared to have negative relationship as with physical 
working condition and synergy too appeared as significant predictor having negative 
relationship with physical working conditions (Beta values given on table - 4.4A). 
Training is obtained to have negative relationship with physical working 
conditions "r = .154" this shows the value of coefficients low relationship of the two 
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predictor and criterion variable but has negative relationship. In this regard it is 
generally observed that employees only enjoyed training at entry point of their 
employment and job- career and thereafter, they lose their interest undergoing training 
programmes time and again which HRD people emphasize. This is the reason why 
training programme during middle of active employment is perceived and 
experienced as cumbersome, degrading etc. hence having its negatively influence on 
physical working condition. Again it is important to stress upon the fact physical 
working conditions has been viewed as a broad concept in compassing whatever the 
things constituted the environment - therefore all these either independently or in 
conjunction with each other give rise to their psycho physical relations. 
Table 4.4A 
Coefficients * 
Model 
1 (Constant) 
HRD Practice 
2 (Constant) 
HRD practices 
Organisational Culture 
3 (Constant) 
HRD practices 
Organisational Culture 
Employee Management Relations 
4 (Constant) 
HRD practices 
Organisational Culture 
Employee Management Relations 
Competition 
5 (Constant) 
HRD practices 
Organisational Culture 
Employee Management Relations 
Competition 
Training 
6 (Constant) 
HRD practices 
Organisational Culture 
Employee Management Relations 
Competition 
Training 
Synergy 
Unstandardized 
Coefficients 
B 
4.911 
.064 
1.347 
.055 
.033 
1.535 
.038 
.031 
.173 
1.418 
.048 
.032 
.185 
-.145 
1.712 
.064 
.030 
.160 
-.164 
-.167 
1.955 
.065 
.042 
.151 
-.178 
-.181 
-.131 
Std. 
Error 
.766 
.006 
1.133 
.007 
.008 
1.122 
.009 
.008 
.062 
1.115 
.010 
.008 
.061 
.063 
1.115 
.012 
.008 
.062 
.064 
.074 
1.113 
.012 
.009 
.062 
.064 
.074 
.060 
Standardized 
Coefficients 
Beta 
.500 
.430 
.216 
.300 
.203 
.191 
.379 
.207 
.206 
-.142 
.503 
.195 
.177 
-.162 
-.142 
.515 
.272 
.167 
-.175 
-.154 
-.128 
t 
6.413 
9.962 
1.190 
8.332 
4.180 
1.369 
4.342 
3.954 
2.807 
1.272 
4.931 
4.065 
3.023 
-2.279 
1.535 
5.348 
3.838 
2.575 
-2.580 
-2.254 
1.756 
5.503 
4.423 
2.446 
-2.797 
-2.459 
-2.192 
Sig. 
.000 
.000 
.235 
.000 
.000 
.172 
.000 
.000 
.005 
.204 
.000 
.000 
.003 
.023 
.126 
.000 
.000 
.011 
.010 
.025 
.080 
.000 
.000 
.015 
.006 
.015 
.029 
a. Criterion variable: Physical Working conditions 
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Table 4.4B 
Model Summary 
Mode 
1 
2 
3 
4 
5 
6 
R 
.500a 
.540b 
.557c 
.567d 
.577e 
.587f 
R^ 
.250 
.292 
.310 
.322 
.333 
.344 
Adjusted R 
Square 
.247 
.287 
.303 
.313 
.322 
.331 
a. Predictors: (Constant), Human Resource Development practices 
b. Predictors: (Constant), Human Resource Development practices, Organisational culture 
c. Predictors: (Constant), Human Resource Development practices, Organisational culture, 
Employee- Management Relations 
d. Predictors: (constant). Human Resource Development, Organisational culture, Employee-
Management Relations, competition 
e. Predictors: (constant). Human Resource Development practices. Organisational culture, t mployee-
Management Relations, Competition, training 
f. Predictors: (constant). Human Resource Development practices. Organisational culture, Employee 
Management Relations, Competition, training. Synergy 
'Synergy' - a dimension of organisational culture is another significant important 
predictor variable of physical working condition that requires explanation. 
Interestingly this is also obtained having negative relationship with physical working 
conditions. Probably the role of engineers is the kind of work where engineers with 
particular work assignment want to carry on his/her responsibility independently with 
influence of others. It is no doubt that at the planning level the there must be team 
spirit but at the execution level engineers with adequate level of experience they want 
to execute assignment independently, this the reason that synergy 'team spirit' is 
negatively found to have its influence on satisfaction with 'physical working 
conditions' - a dimension of QWL. It means for an engineer autonomy io work 
independentiy is the most important aspect contributing to have the sense of high 
QWL in the especially in the context of physical working conditions. 
Tables from table - 4.5 to table - 4.5B have highlighted the significant 
predictors of the QWL facet namely 'Union management relations'. In this regard f-
values (Table - 4.5), Beta (coefficients) and t - values (Table - 4.5A) have shown that 
five predictors variables viz., HRD practices, forecasting, organisational change, 
mutual trust and flexibility have emerged as significant predictors of 'union 
management relations' - a dimension of QWL. It is to emphasize here that Beta -
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values given in Table - 4.5A shown positive relationship of HRD practices and 
mutual trust whereas remaining three factors viz., 'forecasting' - a dimension of HRD 
practices, 'organisational change' - a dimension of HRD practices and 'flexibility' - a 
dimension of HRD practices have negative relationship with 'union management 
relations' - a dimension of QWL. 
Table 4.5 
Predictors of Union Management Relations - A Facet of QWL 
ANOVA^ 
1 
2 
3 
4 
5 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
298.256 
1799.744 
2098.000 
339.432 
1758.568 
2098.000 
393.388 
1704.612 
2098.000 
417.231 
1680.769 
2098.000 
445.930 
1652.070 
2098.000 
Df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
Mean Square 
98.256 
6.039 
169.716 
5.921 
131.129 
5.759 
104.308 
5.698 
89.186 
5.619 
F 
49.385 
28.663 
22.770 
18.308 
15.871 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
.OOOe 
a. Predictors: (Constant), Human Resource Development practices 
b. Predictors: (Constant), Human Resource Development practices, Forecasting 
c. Predictors: (Constant), Human Resource Development practices. Forecasting, Organisational 
change 
d. Predictors: (constant). Human Resource Development practices. Forecasting, Organisational 
change, Mutual Trust 
e. Predictors: (constant). Human Resource Development practices, Forecasting, Organisational 
change. Mutual Trust, Flexibility 
f. Criterion Variable: Union Management Relations 
So far as the contribution of the significant predictors are concerned, it is to say 
that HRD practices contribute approximately 14%, forecasting cumulatively 15.6%, 
similarly organisational change 17.9%), mutual trust 18.8%) and flexibility 20% which 
are shown in Table - 4.5B. 
In view of above results, HRD practices significantly influencing one of the 
QWL dimension - 'union management relations.' The significance and the reasons 
for HRD practices have already been mentioned earlier in the context of Table - 4.1 
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to Table - 4.4B for showing its impact on QWL. This factor is also found to 
significantly influence one of the dimensions of physical working conditions given in 
the Table - 4.4 to 4.4B. Whatever the explanations given earlier stands here too but 
here HRD practices seems to have its significant impact for the satisfaction of union 
management relations because HRD practices provide all positive transparency and 
functions which are likely to be conducive for enhancing satisfaction with one of 
QWL dimension i.e., union management relations. 
Table 4.5A 
Coefficients" 
Model 
1 (Constant) 
HRD Practice 
2 (Constant) 
HRD Practice 
Forecasting 
3 (Constant) 
HRD Practice 
Forecasting 
Organisational change 
4 (Constant) 
HRD Practice 
Forecasting 
Organisational change 
Mutual Trust 
5 (Constant) 
HRD Practice 
Forecasting 
Organisational change 
Mutual Trust 
Flexibility 
Unstandardized 
Coefficients 
B 
7.129 
.045 
6.977 
.060 
-.188 
6.598 
.077 
-.221 
-.168 
5.643 
.073 
-.216 
-1.49 
.130 
5.965 
.078 
-.184 
-.140 
.153 
-1.56 
Std. 
Error 
.763 
.006 
.758 
.008 
.071 
.758 
.010 
.071 
.055 
.887 
.010 
.071 
.055 
.064 
.892 
.010 
.072 
.055 
.064 
.069 
Standardized 
Coefficients 
Beta 
.377 
.503 
-.188 
.654 
-.222 
-.207 
.620 
-.217 
-.183 
.109 
.659 
-.184 
-.172 
.128 
-.140 
t 
9.339 
7.027 
9.203 
7.041 
-2.637 
8.708 
7.6C5 
-3.199 
-3.061 
6.364 
7.115 
-3.060 
-2.6':'9 
2.046 
6.687 
7.563 
-2.5()3 
-2.532 
2.387 
-2.260 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.002 
.002 
.000 
.000 
.002 
.008 
.042 
.000 
.000 
.011 
.012 
.018 
.025 
a. Criterion variable: Union Management Relations 
The another factor is that of 'forecasting' - a dimension of HRD practices 
emerged to significantly influence union management relations. Here it is interesting 
to note that significant predictor forecasting appeared to have negative relationship 
with union management relations. It seems to be because of the fact absence of 
forecasting human resources give rise union management relations because vacuum 
created by employees' retirement, death etc. give them more opportunities to do over 
time to get maximum benefits. On the another hand proper forecasting its timely 
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management in terms of employees selection sometimes become threatening for the 
existing employees as they fear of losing their importance. Therefore adequate 
forecasting and proper management, by management may give rise to poor 
relationship. However complexity of human being may have any reaction at any 
moment of time and place, hence this would have been reason for negative 
relationship of forecasting with one of Q WL dimensions union management relations. 
Table 4.5B 
Model Summary showing various predictors variables 
Mode 
1 
2 
3 
4 
5 
R 
.377a 
.402b 
.433c 
.446d 
.46 le 
R^  
.142 
.162 
.188 
.199 
.213 
Adjusted R 
Square 
.139 
.156 
.179 
.188 
.199 
a. Predictors: (Constant), Human Resource Development practices 
b. Predictors: (Constant), Human Resource Development practices, Forecasting 
c. Predictors: (Constant), Human Resource Development practices. Forecasting, Organisational 
change 
d. Predictors: (constant). Human Resource Development practices, Forecasting, Organisational 
change. Mutual Trust 
Predictors: (constant). Human Resource Development practices, Forecasting, Organisational 
change. Mutual Trust, Flexibility 
e. 
Similarly another predictor variable that organisational change to significantly 
predict the union management relations but the direction of relationship of these two 
predictor and criterion variable is also found negative here too (Table4.4A). This 
negative relationship is usually found hence, such results are not something very new. 
'Organisational change'- a dimension HRD practices always receive resistance to 
change because of the fear of either losing the job, importance, undergoing regress 
training programmes and so on. Such apprehensions of employees with organisational 
change process in the organization generally develop conflicting or un-cordial relation 
with management; therefore organisational change is found to have negative 
relationship with 'union management relations' - a dimension of QWL. 
Another predictor variable viz., mutual trust has also been found to have its 
significant impact on union management relations. Here, it is to say that trust begets 
trust means if you trusting others, they will trust you, hence this philosophy refers to 
mutual trust. In this context mutual trust refers to the trust between employees union 
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and management. However it is a universal phenomenon that mutual trust generally 
develops good employee management relations. In case of engineers, they cannot 
work effectively and properly execute their responsibility unless management shows 
greater trust in them. The above explanation would have properly explained that why 
mutual trust has its significant impact in enhancing the satisfaction with union 
management relations' - a dimension of QWL. 
The last significant predictor of union management relations is that of 
'flexibility' - a dimension of HRD practices but the relationship with union 
management relations is found negative. Some 'flexibility' - is a dimension of HRD 
practices usually this aspect generate operate in by management in enhancing better 
adjustment of employees as well as employee satisfaction at work place. But here 
flexibility fails to have positive relationship with satisfaction of union management 
relations. There may be one of the important reasons that employees think that they 
should not be flexible while fighting for their demands with the management 
therefore, flexibility has been found to have its negative relation with one dimensions 
of QWL viz., union management relations. Hence, the same pattern of n;sult is 
obtained in case of engineers working in Kashmir valley. 
Table 4.6 
Predictors of Organisational Climate - A Facet of QWL 
ANOVA*' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
Sum of 
Squares 
309.393 
1383.754 
1693.147 
370.003 
1323.143 
1693.147 
392.288 
1300.859 
1693.147 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
Mean Square 
309.393 
4.643 
185.002 
4.455 
130.763 
4.395 
F 
66.630 
41.526 
29.754 
Sig. 
,000a 
,000b 
,000c 
a. Predictors: (Constant), Human Resource Development practices 
b. Predictors: (Constant), Human Resource Development practices, Upward Mobility 
c. Predictors: (Constant), Human Resource Development practices, Upward Mobility, Openne,ss 
d. Criterion Variable: Organisational Climate 
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Table 4.6A 
Coefficients' 
Model 
1 (Constant) 
Human Resource Development 
Practice 
2 (Constant) 
Human Resource Development 
Upward Mobility 
3 (Constant) 
Human Resource Development 
Upward Mobility 
Openness 
Unstandardized 
Coefficients 
B 
4.245 
.046 
3.133 
.034 
.092 
2.202 
.031 
.090 
.132 
Std. 
Error 
.669 
.006 
.722 
.006 
.025 
.827 
.006 
.025 
.058 
Standardized 
Coefficients 
Beta 
.427 
.316 
.220 
.292 
.215 
.118 
t 
6.342 
8.163 
4.343 
5.295 
3.688 
2.662 
4.852 
3.625 
2.252 
Sig. 
.000 
.000 
.000 
.000 
.000 
.008 
.000 
.000 
.025 
a.: Criterion variable: Oragnisational Climate 
Table 4.6B 
Model Summary 
Mode 
1 
2 
3 
R 
.427a 
.467b 
.481c 
R Square 
.183 
.219 
.232 
Adjusted R 
Square 
.180 
.213 
.224 
a. Predictors: (Constant), Human Resource Development practices 
b. Predictors: (Constant), Human Resource Development practices. Upward Mobility 
c. Predictors: (Constant), Human Resource Development practices. Upward Mobility, Openness 
The tables from Table-4.6 to Table - 4.6B highlight the results and explain 
that 'Organisational climate' - a QWL dimension is a function of three significant 
variables viz., HRD practices, upward - mobility and openness. Table - 4.6 highlights 
the f - values which are statistically found significant far beyond .01 level of 
confidence. Similarly Table - 4.6A containing Beta and t- values also are found 
significant beyond .01 level of confidence except 'openness'- a dimension of 
organisational culture which is found significant at .05 level of confidence. Hence all 
coefficient values indicate the relationship of significant predictors with 
'organisational climate' - a dimension of QWL. 
So far as the quantum of contribution of these significant predictors are 
concerned it is found under the column of R^ that HRD practices contribute 18%, 
97 
upward mobility contribute cumulatively 21% whereas opemiess in conjunction with 
two stated variable contributes 22.4% to organisational climate. 
Before giving explanation to the outcome of results, it seems necessar} to 
mention that earlier with regard to 'physical working conditions' - a dimension of 
QWL and of the criterion variables that in this physical working condition is been 
used as a very wide concept that encompasses the phenomenon of organisational 
climate too, although these two are entirely different conceptually and functionally. 
However similar concepts can be used in a wider sense but all depends that how a 
research conceived it in a particular condition; hence this may not be untrue and may 
contain no ambiguity. But here organisational climate is one of the important 
dimensions of QWL and function as a criterion variable. 
HRD practices being significant predictor of organisational climate, it is to 
say that HRD practices involved number of functions which are pro to employees 
hence if all these HRD practices are functionally implemented then most likely 
enhance employee satisfaction with organisational climate a dimension of QWL. 
Upward - mobility is another significant predictor which is one of the major 
variable that has been taken for investigating its impact on criterion variable and here 
one of the dimension of QWL viz., organisational climate. No doubt opportunities for 
upward - mobility is an important aspect to which every employee is highly 
concerned. It has already been mentioned in Chapter - I that there two Ibrms of 
upward - mobility viz., 1. Career - progression and 2. Salary - progression. Career 
progression involves both hierarchical progression as well as salary progression. 
There are number of jobs which are considered to be dead end jobs usually the jobs 
related to production line or employees called blue collar employees. Since in these 
jobs there is no opportimity for hierarchical progression, therefore salary progression 
in these conditions provides employee a sense of better off. However, the 
organisations which have adequate opportunities for upward - mobility in either of 
two forms, then such conditions will become instrumental for enhancing satisfaction 
with organisational climate - usually generated by leadership behaviour. Hence this 
seems the case here too. 
Openness is another significant predictor of organisational climate. In this 
regard it is to say that openness is always liked by people during interaction hence. 
98 
culture of openness enhances the feeling of satisfaction with organisational climate 
subsequently leading to enhance the perception of employees QWL. 
Table 4.7 
Predictors of Intergroup Relations - A facet of QWL 
ANOVA* 
a. 
b. 
c. 
d. 
e. 
1 
2 
3 
4 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
183.532 
1337.385 
1520.917 
270.944 
1249.973 
1520.917 
348.206 
1172.710 
1520.917 
394.142 
1126.775 
1520.917 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
183.532 
4.488 
135.472 
4.209 
116.069 
3.962 
98.535 
3.820 
F 
40.895 
32.189 
29.297 
25.797 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
Predictors: (Constant), Organisational culture 
Predictors: (Constant), Organisational culture, Cooperation 
Predictors: (Constant), Organisational culture. Cooperation, Organisational Loyalty 
Predictors: (Constant), Organisational culture, Cooperation, Organisational Loyalty, Autonomy 
Criterion variable: Inter-group relations 
Table 4.7A 
Coefficients * 
Model 
1 (Constant) 
Organisational Culture 
2 (Constant) 
Organisational Culture 
Cooperation 
3 (Constant) 
Organisational Culture 
Cooperation 
Organisational Loyalty 
4 (Constant) 
Organisational Culture 
Cooperation 
Organisational Loyalty 
Autonomy 
Unstandardized 
Coefficients 
B 
4.025 
.042 
2.767 
.035 
.185 
1.791 
.024 
.185 
.202 
2.099 
.006 
.180 
.215 
.169 
Std. 
Error 
.929 
.007 
.941 
.007 
.040 
.940 
.007 
.039 
.046 
.927 
.008 
.039 
.045 
.049 
Standardized 
Coefficients 
Beta 
.347 
2.90 
.247 
.198 
.247 
.243 
.052 
.241 
.258 
.225 
t 
4.331 
6.395 
2.940 
5.350 
4.557 
1.906 
3.516 
4.706 
4.416 
2.264 
.747 
4.671 
4.766 
3.468 
Sig. 
.000 
.000 
.004 
.000 
.000 
.058 
.001 
.000 
.000 
.024 
.456 
.000 
.000 
.001 
a. Criterion variable: Inter-group relations 
99 
Table 4.7B 
Model Summary 
Mode 
1 
2 
3 
4 
R 
.346a 
.422b 
.478c 
.509d 
R^  
.121 
.178 
.229 
.259 
Adjusted R 
Square 
.118 
.173 
.221 
.249 
a. Predictors: (Constant), Organisational culture 
b. Predictors: (Constant), Organisational culture, Cooperation 
c. Predictors: (Constant), Organisational culture, Cooperation, Organisational Loyalty 
c. Predictors: (Constant), Organisational culture. Cooperation, Organisational Loyalty, Autonomy 
Results pertaining to significant predictors of one of the dimensions of QWL 
i.e., 'Inter - group relations' have been highlighted in the tables from Table- 4.7 to 
Table - 4.7 B. A look over the tables clearly reveals to the fact that out of several 
predictor variables only four viz., organisational culture, cooperation, organisational 
loyalty and autonomy have emerged as significant predictor of inter - group relations. 
Describing the results, a look on Table - 4.7 that all f - values are found 
highly significant far beyond .01 level of confidence. Table - 4.7A highlights that 
initially up to the third stage organisational culture, along with cooperation and 
organisational loyalty remained significant far beyond .01 level of confidence but at 
the fourth stage organisational culture is found to have insignificant Beta and t -
values but along with earlier two significant viz., cooperation and organisational 
loyalty, autonomy also emerged as significant predictor of inter- group relations. 
Table - 4.7B contains R^ values that show the quantum of contribution as 
11.8% and cumulatively 17.3%, 22.1%, 24.9% by organisational culture, cooperation, 
organisational loyalty and autonomy respectively. 
The findings look to be very logical as satisfaction with 'inter - group' - a 
QWL dimension; organisational culture, cooperation, organisational loyalry and 
autonomy at work place seem to play a very vital role. 
These all significant predictor have already been discussed earlier and the 
explanations given there on stand valid here too but only the criterion variable is 
different but all are dimension of one larger phenomenon i.e., employee perception 
towards QWL. Therefore there is no need to explain these further as all significant 
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predictors have their explicit values and importance to one of the QWL - dimension 
viz., inter- group relations 
Table - 4.8 
Predictors of Autonomy at work - A facet of QWL 
ANOVA^ 
1 
2 
3 
4 
5 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
732.524 
1584.392 
2316.917 
793.955 
1522.961 
2316.917 
851.603 
1465.313 
2316.917 
882.220 
134.697 
2316.917 
906.950 
1409.967 
2316.917 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
Mean Square 
732.524 
5.317 
396.978 
5.128 
283.868 
4.950 
220.555 
4.863 
181.390 
4.796 
F 
137.777 
77.416 
57.343 
45.350 
37.823 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
.OOOe 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices. Openness 
c. Predictors: (Constant), Human Resource Development practices, Openness, Organisational change 
d. Predictors; (Constant), Human Resource Development practices. Openness, Organisational 
change, Forecasting 
e. Predictors: (Constant), Human Resource Development practices, Openness, Organisational 
change. Forecasting, Autonomy 
f. Criterion Variable: Autonomy at work 
The another criterion variable viz., 'Autonomy at work' - one of the 
dimension of QWL is found to be the function of five significant predictor variables 
viz., HRD practices, opeimess, organisational change, forecasting and autonomy 
which are evident from Table - 4.8 to Table - 4.8B. Table- 4.8 of ANOVA highlights 
all f- values of significant predictors, significant far beyond .01 level of confidence. 
Table - 4.8A of coefficients describe the direction of relationship of significant 
predictors with the criterion variable i.e., autonomy at work. The relationships are 
found to be positive and t - values to be significant beyond .05 level of confidence. 
Table - 4.8B shows quantum of contribution of these significant predictors to the 
criterion variables viz., autonomy at work. Here, HRD practices contributes to the 
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extent of 31.4%, organisational change to 36.8%, forecasting to 38.1% and autonomy 
to 39.1% to the criterion variable autonomy at work. 
Table 4.8A 
Coefficients * 
Model 
1 (Constant) 
HRD Practices 
2 (Constant) 
HRD Practices 
Openness 
3 (Constant) 
HRD Practices 
Openness 
Organisational change 
4 (Constant) 
HRD Practices 
Openness 
Organisational change 
Forecasting 
5 (Constant) 
. HRD Practices 
Openness 
Organisational change 
Forecasting 
Autonomy 
Unstandardized 
Coefficients 
B 
3.756 
.070 
2.169 
.065 
.218 
2.450 
.050 
.229 
.172 
2.698 
.035 
.219 
.191 
.164 
2.138 
.032 
.194 
.193 
.154 
.103 
Std. 
Error 
.716 
.006 
.840 
.006 
.063 
.829 
.007 
.062 
.050 
.828 
.009 
.062 
.051 
.065 
.858 
.009 
.062 
.050 
.065 
.045 
Standardized 
Coefficients 
Beta 
.562 
.525 
.167 
.398 
.175 
.201 
.281 
.167 
.224 
.157 
.255 
.148 
.226 
.147 
.111 
t 
5.::45 
11.738 
2.583 
10.873 
3.461 
2.95 
6.622 
3.690 
3.413 
3.259 
3.713 
3,550 
3.786 
2.509 
2.4'il 
3.3^ 7^ 
3.113 
3.851 
2.369 
2.271 
Sig. 
.000 
.000 
,010 
.000 
,00] 
.003 
.000 
,000 
,001 
,001 
,000 
,000 
,000 
,013 
.013 
.001 
.002 
,000 
,018 
,024 
a. Criterion variable: Autonomy at work 
a. 
b. 
c. 
d. 
e. 
Table 4.8B 
Model Summary 
Mode 
1 
2 
3 
4 
5 
R 
.562a 
.585b 
.606c 
.617d 
.626e 
R' 
.316 
.343 
.368 
.381 
.391 
Adjusted R 
Square 
.314 
.338 
.361 
.372 
.381 
Predictors: (Constant), Human Resource Development Practices 
Predictors: (Constant), Human Resource Development practices, Openness 
Predictors: (Constant), Hxmian Resource Development practices, Openness, Organisational change 
Predictors: (Constant), Human Resource Development practices, Openness, Organisational 
change. Forecasting 
Predictors: (Constant), Human Resource Development practices, Openness, Organisational 
change, Forecasting, Autonomy 
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The above results clearly show that HRD practices, openness, organisational 
change, forecasting and autonomy at work. Here it is very interesting to note that 
autonomy predicts the satisfaction with autonomy at work. In the present scenario of 
world of work HRD practices, openness, organisational change, forecasting human 
resources and autonomy at work are considered to be best strategy for organisational 
growth and development and there by elevating employee perception of high quality 
of life as a function of autonomy at work - criterion variable. It is imperative to 
mention that when one individual works in a growing or emerging organisation his 
morale become psychologically very high and being such psychological state provides 
the perception of high quality of life. The best organisation today in this modem age 
believe in greater and greater autonomy to employees that means greater and greater 
responsibilities are given for carrying out work independently. This approach is 
becoming dominant successively from the very onset of human relation movement 
and employees centered practices which indirectly motivate employees in the 
attairmient of organisational goals and objectives in effective maimer. However, 
autonomy at work influenced by various factors and here especially by significant 
predictors discussed above. 
Continuing to the another criterion variable viz., 'Organisational commitment' 
one of the dimensions of QWL, it is evident from Table - 4.9 to Table - 4.9B that it is 
found to be the function of eight significant predictor variables viz., HRD practices, 
organisational loyalty, autonomy, organisational change, opermess, fairly liberal 
management functions, recognition and training which have significant f- values for 
beyond .01 level of confidence (Table - 4.9); Beta and values of t are also found 
significant (Table - 4.9A); and contribution of these significant predictors to 
'organisational commitment' - a dimension of QWL in the form of R^ given in Table 
- 4.9B. Here, it is important to note that (Table - 4.9A) the relation of significant 
predictor variables are positive but in case of fairly liberal management fimctions, 
recognition, training, these are found to be negatively related to 'organisational 
commitment' - a dimension of QWL. Moreover, Table - 4.9B provides information 
regarding the contribution of the above mention significant predictors has 14.4% and 
then cumulatively in same given hierarchical order these contribute 19.4%, 21.9, 
23.9%, 25.5%, 26.6, 27.6% and 28.5% to enhance organisational commitment and 
leading to heighten the perception employees QWL. 
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Table 4.9 
Predictors of Organisational commitment - A facet of QWL 
ANOVA' 
1 
2 
3 
4 
5 
6 
7 
8 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
296.261 
1717.775 
2014.037 
400.838 
1613.199 
2014.037 
456.892 
1557.144 
2014.037 
501.092 
1512.945 
2014.037 
538.150 
1475.887 
2014.037 
564.682 
1449.355 
2014.037 
589.191 
1424.846 
2014.037 
611.679 
1402.357 
2014.037 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
6 
293 
299 
7 
292 
299 
8 
291 
299 
Mean Square 
296.261 
5.764 
200.419 
5.432 
152.297 
5.261 
125.273 
5.129 
107.630 
5.020 
94.114 
4.947 
84.170 
4.880 
76.460 
4.819 
F 
51.395 
36.89X 
28.950 
24.426 
21.440 
19.026 
17.249 
15.866 
Sig. 
,000a 
.000b 
.000c 
.OOOd 
.OOOe 
.OOOf 
.OOOg 
.OOOh 
a. 
b. 
c. 
e. 
g-
Predictors: (Constant), Human Resource Development Practices 
Predictors: (Constant), Human Resource Development practices. Organisational loyalty 
Predictors: (Constant), Human Resource Development practices. Organisational loyalty. 
Autonomy 
Predictors: (Constant), Human Resource Development practices. Organisational loyalty, 
Autonomy, Organisational change 
Predictors: (Constant), Human Resource Development practices. Organisational loyalty, 
Autonomy, Organisational change, Openness 
Predictors: (Constant), Human Resource Development practices. Organisational loyalty, 
Autonomy, Organisational change. Openness, Fairly liberal management functions 
Predictors: (Constant), Human Resource Development practices, Organisationa loyalty, 
Autonomy, Organisational change, Openness, Fairly liberal management functions. Recognition 
Predictors: (Constant), Human Resource Development practices. Organisational loyalt), 
Autonomy, Organisational change. Openness, Fairly liberal management functions, Reoognition, 
Training 
Criterion variable: Organisational commitment 
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Table 4.9A 
Coefficients * 
Model 
1 (Constant) 
HRD practices 
2 (Constant) 
HRD practices 
Organisational loyalty 
3 (Constant) 
HRD practices 
Organisational loyalty 
Autonomy 
4 (Constant) 
HRD practices 
Organisational loyalty 
Autonomy 
Organisational change 
5 (Constant) 
. HRD practices 
Organisational loyalty 
Autonomy 
Organisational change 
Openness 
6 (Constant) 
HRD practices 
Organisational loyalty 
Autonomy 
Organisational change 
Openness 
Fairly liberal management 
functions 
7 (Constant) 
HRD practices 
Organisational loyalty 
Autonomy 
Organisational change 
Openness 
Fairly liberal management function 
Recognition 
8 (Constant) 
HRD practices 
Organisational loyalty 
Autonomy 
Organisational change 
Openness 
Fairly liberal management function 
Recognition 
Training 
Unstandardized 
Coefficients 
B 
7.523 
.045 
4.977 
.043 
.218 
4.190 
.037 
.191 
.154 
4.464 
.023 
.191 
.159 
.150 
3.554 
.020 
.175 
.139 
.156 
.174 
3.337 
.030 
.171 
.154 
.146 
.193 
-.141 
3.286 
.047 
.163 
.144 
.142 
.178 
-.161 
-.118 
3.510 
.059 
.160 
.129 
.134 
.177 
-.171 
-.120 
-.147 
Std. 
Error 
.746 
.006 
.928 
.006 
.050 
.944 
.006 
.050 
.047 
.937 
.008 
.049 
.047 
.051 
.986 
.008 
.049\ 
.047 
.051 
.064 
.983 
.009 
.049 
.047 
.051 
.064 
.061 
.977 
.012 
.048 
.047 
.050 
.064 
.061 
.053 
.976 
,013 
.048 
.047 
.050 
.064 
.061 
.052 
.068 
Standardized 
Coefficients 
Beta 
.384 
.371 
.228 
.315 
.200 
.179 
.196 
.200 
.184 
.189 
.168 
.182 
.161 
.196 
.143 
.257 
.179 
.179 
.183 
.158 
-.148 
.401 
.171 
.166 
.179 
.146 
-.169 
-.167 
.506 
.167 
.149 
.168 
.145 
-.179 
-.169 
-.137 
t 
10.088 
7.169 
5.364 
7.129 
4.388 
4.437 
5.835 
3.843 
3.264 
4.764 
2.933 
3.901 
3.407 
2.936 
3.605 
2.509 
3.567 
2.962 
3.085 
2.717 
3.395 
3.345 
3.530 
3.283 
2.886 
3.011 
-2,316 
3.365 
4.018 
3.373 
3.065 
2.831 
2.783 
-2.632 
-2.241 
3.596 
4.581 
3.324 
2.733 
2.679 
2.782 
-2.805 
-2.280 
-2.160 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
.000 
.004 
.000 
.001 
.004 
.000 
.013 
.000 
.003 
.002 
.007 
.001 
.001 
.000 
.001 
,004 
.003 
.021 
.001 
.000 
.001 
.002 
.005 
.006 
.009 
.026 
.000 
.000 
.001 
.007 
.008 
.006 
.005 
.023 
.032 
a. Criterion variable :Organisational commitment 
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Table 4.9B 
Model Summary 
Mode 
1 
2 
3 
4 
5 
6 
7 
8 
R 
.384a 
.446b 
.476c 
.499d 
.517e 
.530f 
.541g 
.551h 
R^  
.147 
.199 
.227 
.249 
.267 
.280 
.293 
.304 
Adjusted R 
Square 
.144 
.194 
.219 
.239 
.255 
.266 
.276 
.285 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices. Organisational loyalty 
c. Predictors: (Constant), Human Resource Development practices, Organisational loyalty, 
Autonomy 
d. Predictors: (Constant), Human Resource Development practices, Organisational loyalty. 
Autonomy, Organisational change 
e. Predictors: (Constant), Human Resource Development practices, Organisations! loyalty, 
Autonomy, Organisational change, Openness 
f. Predictors: (Constant), Human Resource Development practices, Organisational loyalty, 
Autonomy, Organisational change. Openness, Fairly liberal management functions 
g. Predictors: (Constant), Human Resource Development practices. Organisational loyalty, 
Autonomy, Organisational change. Openness, Fairly liberal management functions. Recognition 
h. Predictors: (Constant), Human Resource Development practices. Organisational loyalty, 
Autonomy, Organisational change, Openness, Fairly liberal management fimction, Recognition, 
Training 
All the above significant predictors of organisational commitment have 
been discussed earlier except recognition as HRD practices, organisational loyalty. 
and autonomy have been discussed under the Table - 4.1 to Table • 4.IB; 
organisational change under the Table - 4.5 to Table - 4.5B; openness under the 
Table - 4.6 to Table - 4.6B; fairly liberal management functions under the Table - 4.2 
to Table - 4.2B and training under the Tables - 4.2 to Table - 4.2B and Table - 4.4 to 
Table - 4.4B. Therefore earlier discussions with regard significant predictors stand 
here too but there is need to explain fairly liberal management functions as here it is 
found negatively related to organisational commitment and recognition which 
appeared for the first time as significant predictor. 
A fairly liberal management function is definitely important to have its positive 
and significant impact on organisational commitment but here, it obtained to have 
negative relationship. In this regard, it is to mention the general pattern of employee 
perception where employees are achieving everything not because of management 
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fairly liberal functions but by means of other unfair strategies. Therefore this 
significant predictor is found to have negative or inverse relationship with 
organisational commitment. 
Similarly recognition is another important dimension of HRD practices 
which also emerged to have significant influence on organisational commitment but it 
looks that higher the employee recognition of their work lesser the organisation 
commitment leading to low quality of life. The interpretation of such relationship 
goes along the line of the factor which has been just interpreted that is fairly liberal 
management functions. In some situations especially in case of engineers' recognition 
do not matter but other implicit benefits matter more to organisation subsequently 
strengthening the employee perception of QWL. 
Table 4.10 
Predictors of Supervisory relations - A facet of QWL 
ANOVA' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
Sum of 
Squares 
264.441 
1537.106 
1801.547 
314.297 
1487.250 
1801.547 
340.660 
1460.886 
1801.547 
359.927 
1441.620 
1801.547 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
264.441 
5.158 
157.149 
5.008 
113.553 
4.935 
89.982 
4.887 
F 
51.267 
31.382 
23.008 
18.413 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices, Organisational climate 
c. Predictors: (Constant), Human Resource Development practices, Organisational climate, Mutual 
trust 
d. Predictors: (Constant), Human Resource Development practices. Organisational climate, Mutual 
trust. Organisational loyalty 
e. Criterion variable: Supervisory relations 
Tables from Table - 4.10 to Table - 4.10 B highlight the results with regard to 
significant predictors of 'Supervisory relations' - a dimension of QWL. Here four 
predictors emerged as significant of'supervisory relation' - a dimension of QWL. All 
these significant predictors have significant f- values (Table - 4.10) significant Beta 
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and t- values (Table - 4.10A) and contributions of these to criterion variable viz.. 
'supervisory relations' - of QWL dimension (Table - 4.1 OB) as HRD practices is 
found to contribute 14.4% organisational climate cumulatively contribute to 16.9% 
and similarly mutual trust contributes 18.1% and lastly organisation loyalty 
contributes 18.9% to criterion variable 'supervisory relations' - a dimension of QWL. 
Table 4.10A 
Coefficients * 
Model 
1 (Constant) 
HRD practices 
2 (Constant) 
HRD practice 
Organisational climate 
3 (Constant) 
HRD practices 
Organisational climate 
Mutual trust 
4 (Constant) 
HRD practices 
Organisational climate 
Mutual trust 
Organisation loyalty 
Unstandardized 
Coefficients 
B 
4.890 
.042 
6.393 
.045 
-.151 
5.570 
.044 
-.175 
.138 
4.696 
.043 
-1.96 
.133 
.096 
Std. 
Error 
.705 
.006 
.843 
.006 
.048 
.909 
.006 
.049 
.060 
1.006 
.006 
.049 
.059 
.049 
Standardized 
Coefficients 
Beta 
.383 
.411 
-.169 
.398 
-.195 
.125 
,386 
-.219 
.120 
.106 
t 
6.932 
7.160 
7.587 
7.689 
-3.15> 
6.128 
7.446 
-3.598 
2.311 
4.667 
7.456 
-3.955 
2.231 
1.986 
SigH 
1 
.000 
,000 
.000 
.000 
.002 
.000 
.000 
.000 
.022 
.000 
.000 
.000 
.026 
.048 
a. Criterion variable: Supervisory relations 
Table 4.1 OB 
Model Summary 
Mode 
1 
2 
3 
4 
R 
.383a 
.418b 
.435c 
.447d 
R^ 
.147 
.174 
.189 
.200 
Adjusted R 
Square 
.144 
.169 
.181 
.189 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices. Organisational climate 
c. Predictors: (Constant), Human Resource Development practices, Organisational climate, Mutual 
trust 
d. Predictors: (Constant), Human Resource Development practices. Organisational climate. Mutual 
trust, Organisational loyalty 
The variables which emerged here as significant predictors have already been 
explained in relations to various dimensions of QWL that stand here too, except 
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'organisational climate' - a dimension of organisational culture. It is also to mention 
here that organisational climate has been found to have negative relationship with 
supervisory relations. The negative relation refers to the fact that under the poor 
organisational climate supervisory functions to have better relationship with their sub-
ordinates become a challenging task. This is reason why the supervisors role to have 
developed and maintained better relationship dynamically become highly functional 
when there is poor organisational climate generated by supervisory behaviour and 
encompassing the other factors including physical working conditions at work place. 
Table 4.11 
Predictors of Organisational Clarity - A facet of QWL 
ANOVA' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
Sum of 
Squares 
369.788 
1461.092 
1830.880 
412.299 
1418.581 
1830.880 
439.520 
1391.360 
1830.880 
463.649 
1367.231 
1830.880 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
369.788 
4.903 
206.149 
4.776 
146.507 
4.701 
115.912 
4.635 
F 
75.421 
43.160 
31.168 
25.010 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices. Fairness 
c. Predictors: (Constant), Human Resource Development practices. Fairness, Organisational change 
d. Predictors: (Constant), Human Resource Development practices. Fairness, Organisational change, 
Autonomy 
e. Criterion variable: Organisational Clarity 
The another QWL dimension is that of 'Organisational clarity' it has been found 
to be the function of HRD practices, fairness, organisational change and autonomy 
which here highlighted in Table - 4.11 to Table - 4.11B. All these three tables show 
significant impact of above four predictor variables as all f- values given in Table -
4.11 are significant beyond .01 level of confidence, Beta and t - values as given Table 
- 4.11 A also confirm their significance for 'organisational clarity' - a dimension of 
QWL in terms of t - values and Beta values (showing relationship). The Beta values 
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(coefficients) show positive relationship of the above significant predictor with 
organisational clarity. 
Table 4.11A 
Coefficients" 
Model 
1 (Constant) 
HRD practices 
2 (Constant) 
HRD practices 
Fairness 
3 (Constant) 
HRD practices 
Fairness 
Organisational cheuige 
4 (Constant) 
HRD practices 
Fairness 
Organisational change 
Autonomy 
Unstandardized 
Coefficients 
B 
3.611 
.050 
2.531 
.044 
.116 
2.816 
.034 
.112 
.118 
2.227 
.030 
.098 
.123 
.101 
Std. 
Error 
.688 
.006 
.769 
.006 
.039 
.772 
.007 
.039 
.049 
.809 
.007 
.039 
.049 
.044 
Standardized 
Coefficients 
Beta 
.449 
.401 
.160 
.306 
.154 
.155 
.269 
.136 
.162 
.123 
t 
5.250 
8.686 
3.289 
7.474 
2.983 
3.654 
4.63: 
2.896 
2.406 
2.752 
3.966 
2.535 
2.520 
2.282 
Sig. 
i 
1 
^00 
.000 
.001 
.000 
.003 
.000 
.000 
,004 
.017 
.006 
.000 
.012 
.012 
.023 
a. Criterion variable: Organizational clarity 
Table 4.1 IB 
Model Summary 
Mode 
1 
2 
3 
4 
R 
.449a 
.475b 
.490c 
.503d 
R2 
.202 
.225 
.240 
.253 
Adjusted R 
Square 
.199 
.220 
.232 
.243 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices. Fairness 
c. Predictors: (Constant), Human Resource Development practices. Fairness, Organisational change 
d. Predictors: (Constant), Human Resource Development practices. Fairness, Organisational change, 
Autonomy 
These significant predictors also found to contribute the criterion variable 
(organisational clarity) - where HRD practices contributes 19.9%, and cumulatively 
fairness, organisational change, and autonomy contribute 22%, 23.3% and 24.3% 
respectively. All the above predictor variables here have been discussed earlier under 
Table - 4.1 to 4.IB, Table - 4.3 to 4.3B, and Table - 4.5 to 4.5B for HRD pract-ces, 
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autonomy, fairness and organisational change respectively. But inspite of the 
explanation given, it looks necessarily important to mention that all these phenomena 
definitely contribute to enhance the perception of 'organisational clarity' - a 
dimension of QWL as pro- organisation HRD, fairness, organisational change and 
autonomy all refer to organisational clarity either directly or indirectly. Therefore, it 
can be advocated without any reservation that if one has to enhance the satisfaction 
with organisational clarity then all the significant predictors should be there in an 
organisation in an adequate proportion. 
Table 4.12 
Predictors of Recognition - A facet of QWL 
ANOVA'' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
Sum of 
Squares 
431.843 
2254.477 
2686.320 
553.715 
2132.605 
2686.320 
595.225 
2091.095 
2686.320 
df 
1 
298 
299 J 
2 
297 
299 
3 
296 
299 
Mean Square 
431.843 
7.565 
276.857 
7.180 
198.408 
7.065 
F 
57.082 
38.557 
28.085 
Sig. 
.000a 
.000b 
.000c 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices, Organisational culture 
c. Predictors: (Constant), Human Resource Development practices. Organisational culture, fairly 
liberal management function 
d. Criterion variable: Recognition 
Tables from Table - 4.12 to Table - 4.12 B highlight the significant predictors 
of one of the QWL dimensions viz., 'recognition'. Table - 4.12 and Table - 4.12 A 
have clearly shown that that three predictor variables viz., HRD practices, 
organisational culture and fairly liberal management fiinctions have emerged as 
significant predictors of 'recognition' - a dimension of QWL as all f- values given in 
Table - 4.12 are found significant beyond .01 level of confidence. Moreover, Table -
4.12A shows Beta and t - values significant at far beyond .05 level of confidence. 
Here the coefficient that relationship of HRD practices, organisational culture are 
found to have positive relationship with recognition whereas fairly liberal 
management functions is found negatively related to recognition. 
I l l 
Table 4.12A 
Coefficients * 
Model 
1 (Constant) 
HRD Practices 
2 (Constant) 
HRD practices 
Organisational culture 
3 (Constant) 
HRD practices 
Organisational culture 
Fairly liberal management function 
Unstandardized 
Coefficients 
B 
6.498 
.054 
2.576 
.044 
.036 
2.321 
.056 
.039 
-.173 
Std. 
Error 
.854 
.007 
1.265 
.007 
.009 
1.259 
.009 
.009 
.071 
Standardized 
Coefficients 
Beta 
.401 
.328 
.225 
.418 
.241 
-.157 
t 
7.605 
7.555 
2.0;?7 
6.006 
4.120 
1.844 
6.366 
4.415 
-2.424 
Sig. 
.000 
.000 
.043 
.000 
.000 
.066 
.000 
.000 
.016 
a. Criterion variable: Recognition 
Table 4.12B 
Model Summary 
Mode 
1 
2 
3 
R 
.401a 
.454b 
.471c 
R2 
.161 
.206 
.222 
Adjusted R 
Square 
.158 
.201 
.214 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices, Organisational culture 
c. Predictors: (Constant), Human Resource Development practices, Organisational culture, FairK 
liberal management functions 
Table - 4.12B on the basis of R^ highlight that the contribution of HRD 
practices is approximately 16% and thereafter cumulatively 20.1% and 21.14% for 
organisational culture and fairly liberal management fiinctions respectively. 
On the basis of the results obtained, it is very clear that all the three predictor 
variables if are prevailing at a work place, there will definitely enhance satisfaction of 
employees aspect of 'recognition' - a dimension of QWL. It is infact tnie that 
employee recognition that boost up employees morale are likely the function of HRD 
practices, organisational culture, fairly liberal management functions. The 
explanations of all three given earlier in Tables - 4.1 to 4. IB for HRD practices and 
organisational culture where as negatively relationship of fairly liberal management 
functions already have been discussed under Table - 4.9 to 4.9B, the explanations 
given stands here too. 
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. Table 4.13 
Predictors of Economic benefits - A facet of QWL 
ANOVA' 
1 
2 
3 
4 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
121.341 
1205.605 
1326.947 
182.351 
1144.595 
1326.947 
199.960 
1126.987 
1326.947 
217.965 
1108.982 
1326.947 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
121.341 
4.046 
91.176 
3.854 
66.653 
3.807 
54.491 
3.759 
F 
29.993 
23.659 
17.506 
14.495 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
a. Predictors: (Constant), Human Resource Development practices 
b. Predictors: (Constant), Human Resource Development practices. Organisational loyalty 
c. Predictors: (Constant), Human Resource Development practices, Organisational loyalty, 
Organizational belongingness 
d. Predictors: (Constant), Human Resource Development, Organisational loyalty. Organizational 
belongingness, Training 
e. Criterion variable: Economic benefits 
Table 4.13A 
Coefficients * 
Model 
1 (Constant) 
HRD practices 
2 (Constant) 
HRD practices 
Organisational loyalty 
3 (Constant) 
HRD practices 
Organisational loyalty 
Organisational belongingness 
4 (Constant) 
HRD practices 
Organisational loyalty 
Organisational belongingness 
Training 
Unstandardized 
Coefficients 
B 
2.791 
.028 
.846 
.027 
.167 
.227 
.026 
.156 
.105 
.046 
.017 
.0161 
.112 
.130 
Std. 
Error 
.625 
.005 
.782 
.005 
.042 
.828 
.005 
.042 
.049 
.827 
.006 
.042 
.049 
.059 
Standardized 
Coefficients 
Beta 
.302 
.290 
.215 
.271 
.201 
.118 
.178 
.207 
.216 
.149 
t 
4.468 
5.477 
1.083 
5.380 
3.979 
.274 
4.988 
3.721 
2.151 
.056 
2.581 
3.850 
2.303 
2.189 
Sig. 
.000 
.000 
.280 
.000 
.000 
.784 
.000 
.000 
.032 
.956 
.010 
.000 
.022 
.029 
a. Criterion variable: Economic benefits 
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Table 4.13B 
Model Summary 
Mode 
1 
2 
3 
4 
R 
.302a 
.371b 
.388c 
.405d 
R^ 
.091 
.137 
.151 
.164 
Adjusted R 
Square 
.088 
.132 
.142 
.153 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices, Organisational loyalty 
c. Predictors: (Constant), Human Resource Development, Organisational loyalty, Organizational 
belongingness 
d. Predictors: (Constant), Human Resource Development practices, Organisationa loyalt\, 
Organizational belongingness. Training 
One another dimension of QWL viz., 'Economic benefits' is also found the 
function of four significant predictor variables namely HRD practices, organisational 
loyalty, organisational belongingness and training imder the tables from Table - 4.13 
to Table - 4.13B. ANOVA of the Table - 4.13 shows the f- values highly significant 
far beyond .01 level of confidence. Similarly Table - 4.13A shows all the Beta -
values as having positive relation with perceived satisfaction of economic benefits 
along with ts as significant beyond .05 level of confidence. So far as contribution of 
these significant predictors with 'economic benefits'- a dimension of QWL are found 
8.8% for HRD practices, and thereafter cumulatively 13.2%, 14.2% and 15.3% for 
organisational loyalty, organisational belongingness and training respectively 
All these factors that emerged significant predictors of economic benefits have 
been already discussed with regard to different criterion variables (QWL and its 
various dimensions), thereafter almost same explanations have to be given here too, 
and therefore there is no need to give explanations here too. However, it is imperative 
to mention that all these four significant predictors viz., HRD practices, organisational 
loyalty organisational belongingness and training help the employees to receive 
maximum economic benefits in the form of salary progression, promotion and other 
financial rewards in these lead to attain the perception of high quality of life. 
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Table 4.14 
Predictors of Self-appraisal - A facet of QWL 
ANOVA' 
1 
2 
3 
4 
Model 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
321.113 
1517.137 
1838.250 
491.640 
1346.610 
1838.250 
521.475 
1316.775 
1838.250 
543.908 
1294.342 
1838.250 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
321.113 
5.091 
245.820 
4.534 
173.825 
4.449 
135.977 
4.388 
F 
63.074 
54.217 
39.074 
30.991 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
a. Predictors: (Constant), Cooperation 
b. Predictors: (Constant), Cooperation, Organisational culture 
c. Predictors: (Constant), Cooperation, Organisational culture. Appraisal system 
d. Predictors: (Constant), Cooperation, Organisational culture, Appraisal system, Confrontation 
e. Criterion variable: Self-appraisal 
Table 4.14A 
Coefficients" 
Model 
1 (Constant) 
Cooperation 
2 (Constant) 
Cooperation 
Organisational culture 
3 (Constant) 
Cooperation 
Organisational culture 
Appraisal system 
4 (Constant) 
Cooperation 
Organisational culture 
Appraisal system 
Confrontation 
Unstandardized 
Coefficients 
B 
5.379 
.344 
.270 
.283 
.042 
-.122 
.244 
.039 
.153 
.057 
.238 
.047 
.136 
-.129 
Std. 
Error 
.541 
.043 
.977 
.042 
.007 
.980 
.044 
.007 
.052 
.976 
.044 
.008 
.052 
.057 
Standardized 
Coefficients 
Beta 
.418 
.344 
.313 
.297 
.294 
.139 
.289 
.353 
.140 
-.125 
t 
9.939 
7.942 
.276 
6.742 
6.133 
-.125 
5.510 
5.754 
2.590 
.058 
5.402 
6.188 
2.630 
-2.261 
Sig. 
.000 
.000 
.782 
.000 
.000 
.901 
.000 
.000 
.010 
.954 
.000 
.000 
.009 
.024 
a. Criterion variable: Self-appraisal 
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Table 4.14B 
Model Summary 
Mode 
1 
2 
3 
4 
R 
.418a 
.517b 
.533c 
.544d 
R^  
.175 
.267 
.284 
.296 
Adjusted R 
Square 
.172 
.263 
.276 
.286 
a. Predictors: (Constant), Cooperation 
b. Predictors: (Constant), Cooperation, Organisational culture 
c. Predictors: (Constant), Cooperation, Organisational culture. Appraisal system 
d. Predictors: (Constant), Cooperation, Organisational culture, Appraisal system. Confrontation 
Another table of results from Table - 4.14 to Table - 4.14 B highlight the 
significant predictors of one of the QWL dimensions viz., 'Self-appraisal'. Here four 
variables viz., cooperation, organisational culture, appraisal system and confrontation 
have emerged as significant predictors as shown in Table - 4.14 where all f - values 
are found highly significant. 
Table - 4.14 A reveals the fact that relationship of these four significant 
predictors with satisfaction of self-appraisal for getting the perception of high quality 
of work life are positive except the factors of confi-ontation which has negative 
relationship with one of the dimensions of QWL i.e., self-appraisal 
Moreover, Table - 4.14B provides the information with regard to quantum of 
contribution of these significant predictors to self-appraisal in enhancing the 
perception of employees QWL. The Table - 4.14B shows that cooperation contributes 
17.2% whereas cumulatively organisational culture, appraisal system and 
confi-ontation contribute 26.3%, 27.6% and 28.6% respectively to self-appraisal 
aspect of employees QWL. 
Among the obtained significant predictors, one variable which emerges as 
significant predictor is of appraisal system which significantly appeared to contribute 
and enhance the satisfaction with 'self-appraisal' - a dimension of QWL whereas the 
remaining three predictor variables have already emerged as significant predictors in 
preceding tables of results. Therefore explanations except appraisal system don't 
require here. So far as 'appraisal system' - a dimension of HRD practices is 
concerned that open and fair appraisal system helps the organisation to have the 
feeling of increasing the perception of employees QWL and moreover, it also leads to 
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employees to self-assessment about their strengthening and weakness for managing 
them approximately. 
Table 4.15 
Predictors of Employees health - A facet of QWL 
ANOVA' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
5 Regression 
Residual 
Total 
Sum of 
Squares 
367.478 
1478.159 
1845.637 
420.976 
1424.661 
1845.637 
548.737 
1386.900 
1845.637 
502.098 
1343.538 
1845.637 
520.470 
1325.167 
1845.637 
Df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
Mean Square 
367.478 
4.960 
210.488 
4.797 
152.912 
4.685 
125.525 
4.554 
104.094 
4.507 
F 
74.084 
43.881 
32.635 
27.561 
23.094 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
.OOOe 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development practices. Synergy 
c. Predictors: (Constant), Human Resource Development, Synergy, Cooperation 
d. Predictors: (Constant), Human Resource Development practices. Synergy, Cooperation, Flexibility 
e. Predictors: (Constant), Human Resource Development practices. Synergy, Cooperation, 
Flexibility, Openness 
f. Criterion variable: Employees health 
'Employees health' is one of the dimensions of QWL which is found to be 
significantly predicted by five predictor variables HRD practices, synergy, 
cooperation, flexibility and openness as their all f - values are found significant far 
beyond .01 level of confidence (Table - 4.15). Among these five, two significant viz., 
synergy and openness are related to organisational culture whereas remaining three 
components of HRD practices. 
Table - 4.15A highlights all t- values of significant predictors as significant 
and Beta (coefficients) values foimd to have positive relationship with one of the 
dimensions of QWL viz., employees health. Moreover Table - 4.15B shows quantum 
of contribution of these significant predictors in the form of R .^ However, HRD 
practices emerged to contribute 19.6% to have the satisfaction with 'employees 
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health' - a dimension of QWL whereas synergy, cooperation, flexibility and openness 
cumulatively contribute 22.3%, 24.1%, 26.2% and 27% respectively. 
Table 4.15A 
Coefficients" 
Model 
1 (Constant) 
HRD practices 
2 (Constant) 
HRD practices 
Synergy 
3 (Constant) 
HRD practices 
Synergy 
Cooperation 
4 (Constant) 
HRD practices 
Synergy 
Cooperation 
Flexibility 
5 (Constant) 
HRD practices 
Synergy 
Cooperation 
Flexibility 
Openness 
Unstandardized 
Coefficients 
B 
3.306 
.050 
1.548 
.047 
.153 
1.496 
.032 
.145 
.168 
1.054 
.018 
.133 
.207 
.191 
.614 
.016 
.088 
.212 
.184 
.134 
Std. 
Error 
.692 
.006 
.860 
.006 
.046 
.850 
.008 
.045 
.059 
.851 
.009 
.045 
.060 
.062 
.874 
.009 
.050 
.059 
.062 
.066 
Standardized 
Coefficients 
Beta 
.446 
.427 
.171 
.284 
.163 
.204 
.159 
1.49 
.252 
.182 
.139 
.099 
.257 
.175 
.115 
t 
4.779 
8.60' 
1.800 
8.33 
3.340 
1.75') 
3.960 
3.204 
2.839 
1.239 
1.954 
2.962 
3.477 
3.086 
.703 
1.702 
1.764 
3.564 
2.971 
2.019 
sig. 
.000 
.000 
.073 
,000 ! 
.001 
.080 
.000 
.002 
.005 
.216 
.052 
.003 
.001 
.002 
.483 
.090 
.079 
,000 
.003 
.044 
a. Criterion variable: Employees health 
Table 4.15B 
Model Summary 
Mode 
1 
2 
3 
4 
5 
R 
.446a 
.478b 
.499c 
.522d 
.531e 
R^ 
.199 
.228 
.249 
.272 
.282 
Adjusted R 
Square 
.196 
.223 
.241 
.262 
.270 
b. Predictors: (Constant), Human Resource Development practices, Synergy 
c. Predictors: (Constant), Human Resource Development practices, Synergy, Cooperatior 
d. Predictors: (Constant), Human Resource Development practices, Synergy, Cooperatior, Flexibility 
e. Predictors: (Constant), Human Resource Development practices, Synergy, Cooperation. 
Flexibility, Openness 
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With regard to above findings highlighted in the tables - 4.15 to Table -
4.15B, it seems logical that all the significant predictors either related to HRD 
practices or organisational culture are positively and significantly related to 
employees health because health is mostly function of HRD practices, synergy, 
cooperation, flexibility and openness because all these factors are pro - employee 
centred and subsequently have their positive impact in enhancing the perception of 
'employees health' - a dimension of QWL. All these significant predictors have 
already been explained in different context of QWL dimensions in the preceding 
descriptions. 
The tables from Table - 4.16 to Table - 4.16B provide the results with regard 
to significant predictors of one of the dimensions of QWL. The variables which 
emerged as significant predictors are HRD Practices, Fairness, Fairly liberal 
management functions. Cooperation, Upward mobility, Training, Organisational 
change. Appraisal system as their f - values are found significant (Table - 4.16). In 
continuation to it Table - 4.16A describes coefficients and t- values which are also 
found significant. So far as the relationship of these significant predictors with one of 
dimensions of QWL i.e., promotion four significant predictors namely fairly liberal 
management fiinctions, training, organisational change and appraisal system are found 
negative and remaining four significant predictor have found to positive relationship 
with 'promotion' - a dimension of QWL (Table - 4.16A). And moreover Table -
4.16B have shown the quantum of contribution to the satisfaction with 'promotion' -
a dimension of QWL. The contributions of these significant predictors in the form of 
given in Table - 4.16B are 22.9%, and there after cumulatively contributions to 
28.2%, 31.8%, 34.6%, 36.3%, 37.6%, 38.3% and 39% for of HRD Practices, Fairness, 
fairly liberal management functions, cooperation, upward mobility, training, 
organisational change, appraisal system to enhance the level of satisfaction with 
promotion or promotional opportunities that subsequently lead to enhance perception 
of QWL. 
The explanation with regard to these significant predictors have been given 
earlier in context of other dimensions of QWL which stand here too but the significant 
predictors which have found to have negative relationship with promotion, requires 
explanation. In plain words, it is to say that promotion in an organisation seems to be 
a most important factor that one desire to have by hook and crook, therefore fairly 
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liberal management functions, training, organisational change and appraisal system 
found here exert negative impact. In a nutshell it will not be out of context to mention 
Table 4.16 
Predictors of Promotion - A facet of QWL 
ANOVA' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
5 Regression 
Residual 
Total 
6 Regression 
Residual 
Total 
7 Regression 
Residual 
Total 
8 Regression 
Residual 
Total 
Sum of 
Squares 
251.103 
834.897 
1086.000 
311.555 
774.445 
1086.000 
353.000 
733.000 
1086.000 
385.437 
700.563 
1086.000 
406.111 
679.889 
1086.000 
422.407 
663.593 
1086.000 
431.706 
654.294 
1086.000 
441.035 
644.965 
1086.000 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
6 
293 
299 
7 
292 
299 
8 
291 
299 
Mean Square 
251.103 
2.802 
155.778 
2.608 
117.667 
2.476 
96.359 
2.375 
81.222 
2.313 
70.401 
2.265 
61.672 
2.241 
55.129 
2.216 
F 
89.626 
59.741 
47.516 
40.576 
35.122 
31.085 
27.523 
24.874 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
.OOOe 
.OOOf 
.OOOg 
.OOOh 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development Practices, Fairness 
c. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management function 
d. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions, Cooperation 
e. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions, Cooperation, Upward mobility 
f. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions, Cooperation, Upward mobility. Training 
g. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management function, Cooperation, Upward mobility. Training, Organisational change 
h. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions, Cooperation, Upward mobility. Training, Organisational change. Appraisal 
system 
i. Criterion variable: Employees health 
120 
Table 4.16A 
Coefficients" 
Model 
1 (Constant) 
HRD practices 
2 (Constant) 
HRD practices 
Fairness 
3 (Constant) 
HRD practices 
Fairness 
Fairly liberal management functions 
4 (Constant) 
HRD practices 
Fairness 
Fairly liberal management functions 
Cooperation 
5 (Constant) 
HRD practices 
Fairness 
Fairly liberal management functions 
Cooperation 
Upward Mobility 
6 (Constant) 
HRD practices 
Fairness 
Fairly liberal management functions 
Cooperation 
Upward Mobility 
Training 
7 (Constant) 
HRD practices 
Fairness 
Fairly liberal management functions 
Cooperation 
Upward Mobility 
Training 
Organisational change 
8 (Constant) 
HRD practices 
Fairness 
Fairly liberal management functions 
Cooperation 
Upward Mobility 
Training 
Organisational change 
Appraisal System 
Unstandardized 
Coefficients 
B 
1.364 
.041 
.075 
.035 
.138 
.016 
.047 
.147 
-.172 
-.193 
.031 
.156 
-.165 
.156 
-.787 
.022 
.147 
-.154 
.170 
.055 
-.701 
.031 
.144 
-.164 
.168 
.056 
-.124 
-.776 
.040 
.148 
-1.75 
.161 
.048 
-.130 
-.071 
-.759 
.054 
.0152 
-.185 
.143 
.044 
-.147 
-.094 
-.098 
Std. 
Error 
.520 
.004 
.568 
.004 
.029 
.554 
.005 
.028 
.042 
.546 
.007 
.028 
.041 
.042 
.574 
.007 
.027 
.041 
.042 
.018 
.569 
.008 
.027 
.041 
.041 
.018 
.046 
.567 
.009 
.027 
.041 
.041 
.018 
.046 
.035 
.564 
.011 
.027 
.041 
.042 
.018 
.046 
.037 
.048 
Standardized 
Coefficients 
Beta 
.481 
.406 
.248 
.549 
.263 
-.246 
.364 
.278 
-.235 
.247 
.259 
.263 
-.219 
.269 
.163 
.366 
.258 
-.233 
.266 
.167 
-.157 
.475 
.265 
-.249 
.254 
.143 
-.164 
-.122 
.630 
.273 
-.264 
.226 
.131 
-.186 
-.160 
-.132 
t 
2.623 
9.467 
.132 
7.883 
4.815 
.028 
8.972 
5.240 
-4.091 
-.353 
4.631 
5.635 
-3.987 
3.696 
-1.372 
3.058 
5.374 
-3.758 
4.060 
2.990 
-1.232 
3.9421 
5.320 
-4.024 
4.057 
3.100 
-2.682 
-1.368 
4.450 
5.476 
-4.282 
3.875 
2.606 
-2.823 
-2.037 
-1.345 
4.835 
5.651 
-4.526 
3.400 
2.389 
-3.158 
-2.568 
-2.052 
Sig. 
.009 
.000 
.895 
.000 
.000 
.977 
.000 
.000 
.000 
.724 
.000 
.000 
.000 
.000 
.171 
.002 
.000 
.000 
.000 
.003 
.219 
.000 
.000 
.000 
.000 
.002 
.008 
.172 
.000 
.000 
.000 
.000 
.010 
.005 
.043 
.180 
.000 
.000 
.000 
.001 
.018 
.002 
.011 
.041 
a. Criterion variable: Promotion 
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Table 4.16B 
Model Summary 
Mode 
1 
2 
3 
4 
5 
6 
7 
8 
R 
.481a 
.536b 
.570c 
.596d 
.612e 
.624f 
.630g 
.637h 
R2 
.231 
.287 
.325 
.355 
.374 
.389 
.398 
.406 
Adjusted R 
Square 
.229 
.282 
.318 
.346 
.363 
.376 
.383 
.390 J 
a. Predictors: (Constant), Human Resource Development Practices 
b. Predictors: (Constant), Human Resource Development Practices, Fairness 
c. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions 
d. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions. Cooperation 
e. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions. Cooperation, Upward mobility 
f. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management fimctions, Cooperation, Upward mobility, Training 
g. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions. Cooperation, Upward mobility. Training, Organisational change 
h. Predictors: (Constant), Human Resource Development Practices, Fairness, Fairly liberal 
management functions. Cooperation, Upward mobility. Training, Organisational change, Appraisal 
system 
that satisfaction with promotion elevates one's morale at work place a.s well as 
employees position in the society and family too, hence promotion i.e., in the form 
career progression that combines in itself, salary progression - the two are important 
to enhance one's QWL. 
After given an exhaustive description and interpretation of results with regard 
to the impact of the significant predictors of QWL and its various dimensions 
(criterion variables), now onward description and discussion of results will related to 
the predictors of another criterion variable - work identification and its two 
dimensions namely 'Importance attached to work' and 'Satisfaction of needs through 
work'. 
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Work Identification and its two facets - criterion variables: 
Table - 4.17 to Table - 4.17 B on the basis of SMRA provide the results of 
significant predictors of work identification. As shown in Table - 4.17 that work 
identification is found to be function of four significant predictor variables viz., 
organisational culture, organisational loyalty, flexibility and employee management 
relations as the obtained f - values are rendered statistically significant beyond .01 
level of confidence. 
Table - 4.17A contains coefficients (beta values) and t-values which are also 
found significant. As shown in the table, organisational culture, organisational loyalty, 
and flexibility have emerged to have their positive relationship with work 
identification where employee management relations is found to have negative 
relationship with work identification. So far as the quantum of contribution are 
concerned Table - 4.17B highlight that organisational culture contribute 21.7% to 
enhance the level of work identification, whereas organisational loyalty, flexibility 
and employee management relations cumulatively contributes to 22.9%, 24% and 
24.9% respectively. 
Table 4.17 
Predictors of Work Identification 
ANOVA' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
Sum of 
Squares 
3228.745 
11452.252 
14680.997 
3437.963 
11243.034 
14680.997 
3634.456 
11046.541 
14680.997 
3800.807 
10880.189 
14680.997 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
3228.745 
38.430 
1718.982 
37.855 
1211.485 
37.319 
950.202 
36.882 
F 
84.015 
45.409 
32.463 
25.763 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
a. Predictors: (Constant), Organisational culture 
b. Predictors: (Constant), Organisational culture, Organisational loyalty 
c. Predictors: (Constant), Organisational culture, Organisational loyalty, Flexibility 
d. Predictors: (Constant), Organisational culture, Organisational loyalty, Flexibility, Employee 
management relations 
e. Criterion variable: Work Identification 
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Table 4.17A 
Coefficients * 
a. Criterion variable: Work Identification 
Table 4.17B 
Model Summary 
Model 
1 (Constant) 
Organisational culture 
2 (Constant) 
Organisational culture 
Organisational loyalty 
3 (Constant) 
Organisational culture 
Organisational loyalty 
Flexibility 
4 (Constant) 
Organisational culture 
Organisational loyalty 
Flexibility 
Employee management relations 
Unstandardized 
Coefficients 
B 
15.126 
.177 
13.523 
.159 
.333 
11.811 
.148 
.330 
.353 
12.783 
.158 
.337 
.404 
-.250 
Std. 
Error 
2.720 
.019 
2.784 
.021 
.141 
2.863 
.021 
.140 
.154 
2,883 
.021 
.140 
.155 
.118 
Standardized 
Coefficients 
Beta 
.469 
.421 
.129 
.392 
.128 
.119 
.420 
.130 
.136 
-.113 
1 
t 
5.562 
9.166 
4.85" 
7.682 
2.351 
4.125 
7.035 
2.349 
2.295 
4.434 
7.374 
2.412 
2.610 
-2.124 
Sig. 
.000 
.000 
.000 
.000 
.019 
.000 
.000 
.020 
.022 
.000 
.000 
.016 
.010 
.035 
Mode 
1 
2 
3 
4 
R 
.469a 
.484b 
.498c 
.509d 
R Square 
.220 
.234 
.248 
.259 
Adjusted R 
Square 
.217 
.229 
.240 
.249 
Std. Error of 
the Estimate 
6.19922 
6.15267 
6.10896 
6.07306 
a. Predictors: (Constant), Organisational culture 
b. Predictors: (Constant), Organisational culture, Organisational loyalty 
c. Predictors: (Constant), Organisational culture, Organisational loyalty. Flexibility 
d. Predictors: (Constant), Organisational culture. Organisational loyalty, Flexibility, Employee 
management relations 
The explanations with regard to positive relationship of significant predictors 
with work identification are concerned it to say that organisational culture, 
organisational loyalty and flexibility seem to be highly in tune with work 
identification because these significant predictor in themselves have positive notion 
which subsequently contributing to work identification. So far as employee 
management relations having negative impact on work identification is concerned, it 
is to emphasize that there are some circumstances employee management relations 
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may work negatively to enhance the level of employee work identification. It is 
because of the fact that in employee - management inter-phase, employees are 
generally represented by their union leaders, therefore general employee have 
generally apprehension that when there is goody goody relationship between them, 
employee may be exploited. It is generally seemed management during the course of 
bargaining process, lures the leaders of employees union and entire agitation against 
the management for their charter of demand get fizzled out. This is one of the major 
reason which accounts for negative relationship of employees management relations 
with work identification - a criterion variable. 
Table 4.18 
Predictors of Satisfaction of needs through work - A facet work identification 
ANOVA** 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
Sum of 
Squares 
858.066 
4082.904 
4940.970 
956.329 
3984.641 
4940.970 
1023.403 
3917.567 
4940.970 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
Mean Square 
858.066 
13.701 
478.165 
13.516 
341.134 
13.235 
F 
62.628 
35.641 
25.775 
Sig. 
.000a 
.000b 
.000c 
a. Predictors: (Constant), Organisational culture 
b. Predictors: (Constant), Organisational culture. Organisational change 
c. Predictors: (Constant), Organisational culture. Organisational change, Employee management 
relations 
d. Criterion variable: Satisfaction of needs through work 
After describing and discussing the significant predictors of work 
identification of engineers working in Kashmir valley, now onward writings will 
pertain to finding of two dimensions of work identification viz., 'satisfaction of needs 
through work' and 'importance attached to work'. 
Tables from Tables - 4.18 to Table - 4.18 B describing the findings pertaining 
to significant predictors of one of the dimensions of work identification viz., 
'satisfaction needs through work'. Table - 4.18 of ANOVA give f- values related to 
the significant predictors of one of the dimensions of work identification viz., 
'satisfaction of needs through work'. These significant predictors are - organisational 
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culture, organisational change and employee - management relations and f- values 
found significant beyond .01 level of confidence. Table -4.18A of coefficients 
highlight Beta and t-values which are also found significant. The relationsiiips of 
significant predictors with 'satisfaction of needs through work' are found positive in 
case of organisational culture and organisational change, whereas emi)loyees 
management- relations with 'satisfaction of needs through work' is found negative. 
Table 4.18A 
Coefficients " 
Model 
1 (Constant) 
Organisational culture 
2 (Constant) 
Organisational culture 
Organisational change 
3 (Constant) 
Organisational culture 
Organisational change 
Employee management relations 
Unstandardized 
Coef 
B 
7.251 
.091 
6.299 
.087 
.177 
6.911 
.094 
.215 
-.162 
icients 
Std. 
Error 
1.624 
.012 
1.645 
.012 
.066 
1.656 
.012 
.067 
.072 
Standardized 
Coefficients 
Beta 
.417 
.398 
.142 
.431 
.172 
-.126 
t 
: 
4.466 
7.914 , 
3.829 
7.577 
2.706 
4.173 ' 
7.952 
3.196 
-2.251 i 
Sig. 
.000 
.000 
.000 
.000 
.007 
.000 
.000 
.002 
.025 
a. Criterion variable: Satisfaction of needs through work 
Table 4.18B 
Model Summary 
Mode 
1 
2 
3 
R 
.417a 
.440b 
.455c 
R2 
.174 
.194 
.207 
Adjusted R 
Square 
.171 
.188 
.199 
a. Predictors: (Constant), Organisational culture 
b. Predictors: (Constant), Organisational culture, Organisational change 
c. Predictors: (Constant), Organisational culture, Organisational change, Employee management 
relations 
Table - 4.18 B shows quantum of contribution of these three predictor 
variables in form of R .^ It is evident from the table that organisational culture 
contributes 17.1% whereas organisational change and employee management 
relations cumulatively contribute 18.8%, 19.9% respectively to the criterion variable. 
The findings seems to be logical as both organisational culture and 
organisational change having positive relation with one of the dimensions o* work 
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identification of work identification viz., 'satisfaction of needs through work' have 
universal trend which have aheady discussed earher but can be further explained here 
as organisational culture and organisational change have always positive connotation 
hence they are most likely to pave the way for the 'satisfaction of needs through 
work' subsequently leading to enhance the perception of work identification 
especially of engineers working in Kashmir valley. 
'Employee management relations' - a dimension of HRD practices to have 
negative relation with criterion variable here under the discussion. This may be the 
reason, as has been described earlier too that employee management - relations 
means, relationship between employees union leaders and management. When 
employees' union leaders have goody goody relations with management, it is most 
likely that general employees are exploited, therefore employee perception to gratify 
the 'satisfaction of needs through work' get weakens or decreased. It is also important 
to mention that in the process of bargaining on any issue, management try to lure 
employees union leaders, hence their by agitations are fizzled out without resolving 
the employees problems or issues or up to desired levels. 
Table 4.19 
Predictors of Importance attached to work - A facet work identification 
ANOVA' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
Sum of 
Squares 
757.861 
4459.086 
5216.947 
1046.950 
4169.997 
5216.947 
1119.324 
4097.623 
5216.947 
1202.178 
4014.768 
5216.947 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
757.861 
14.963 
523.475 
14.040 
373.108 
13.843 
300.545 
13.609 
F 
50.648 
37.283 
26.952 
22.084 
Sig. 
.000a 
.000b 
.000c 
.OOOd 
a. Predictors: (Constant), Organisational culture 
b. Predictors: (Constant), Organisational culture, Organisational loyalty 
c. Predictors: (Constant), Organisational culture, Organisational loyalty, Organisational change 
d. Predictors: (Constant), Organisational culture, Organisational loyalty, Organisational change, 
Flexibility 
e. Criterion variable: Importance attached to work 
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Table 4.19A 
Coefficients * 
a. Criterion variable: Importance attached to work 
Table 4.19B 
Model Summary 
Model 
1 (Constant) 
Organisational culture 
2 (Constant) 
Organisational culture 
Organisational loyalty 
3 (Constant) 
Organisational culture 
Organisational loyalty 
Organisational change 
4 (Constant) 
Organisational culture 
Organisational loyalty 
Organisational change 
Flexibility 
Unstandardized 
Coefficients 
B 
7.875 
.086 
5.990 
.064 
.391 
6.830 
.068 
.386 
-.152 
5.948 
.062 
.383 
-.204 
.240 
Std. 
Error 
1.697 
.012 
1.695 
.013 
.086 
1.723 
.013 
.086 
.067 
1.764 
.013 
.085 
.069 
.097 
Standardized 
Coefficients 
Beta 
.381 
.286 
.254 
.303 
.251 
-.119 
.276 
.249 
-.159 
.136 
t 
4.641 
7.117 
3.533 
5.112 
4.538 
3.964 
5.401 
4.515 
-2.287 
3.408 
4.872 
4.513 
-2.943 
2.467 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.023 
.001 
.000 
.000 
.004 
.014 
Mode 
1 
2 
3 
4 
R 
.381a 
.448b 
.463c 
.480d 
R2 
.145 
.201 
.215 
.230 
Adjusted R 
Square 
.142 
.195 
.207 
.220 
a. Predictors: (Constant), Organisational culture 
b. Predictors: (Constant), Organisational culture, Organisational loyalty 
c. Predictors: (Constant), Organisational culture, Organisational loyalty. Organisational change 
d. Predictors: (Constant), Organisational culture. Organisational loyalty, Organisational change. 
Flexibility 
Tables from Table - 4.19 to Table - 19 B is related to the sigaificant 
predictors of one of the dimensions of work identification viz., 'Importance attached 
to work' - a criterion variable. Table - 4.19 of ANOVA highlight that four factors 
emerged as significant predictors of criterion variable are Organisational culture, 
Organisational loyalty, Organisational change and Flexibility as their f - values are 
significant. Table - 4.19A provide Beta and t- values which are also found significant. 
In case of coefficient only organisational change is found negatively related to one of 
the dimensions of work identification viz., 'Importance attached to work' whereas the 
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three variables organisational culture, organisational loyalty and flexibility have 
positive relationship. 
Moreover, Table - 4.19B highlight the contribution in the form of R .^ 
Organisational culture found to contribute 14.2% whereas cumulatively contribution 
of organisational loyalty, organisational change and flexibility are found to 19.5%, 
20.7% and 22%) respectively. 
With regard to above findings, it is to say organisational culture, 
organisational loyalty and flexibility are important positive aspects which give rise to 
employees Work identification as a function of 'importance attached to work' - a 
criterion variable. But organisational change has been obtained to have its negative 
relationship with 'Importance attached to work' - criterion variable. The finding is 
most likely because of the fact that organisational change always pose threat and 
employees developing apprehensions and threats because of change start losing their 
sense of importance they were earlier giving work. Therefore it is usually suggested 
that there should not be sudden organisational change but be in the form planned 
change under taking the general employees or stake holders into confidence. 
Winding up this Chapter results and discussion, it is to impress upon the fact 
that whatever results in the form of significant predictors have been obtained, if taken 
up properly by management then it most likely chance and we the researchers can 
with firm conviction that employees perception of QWL and work identification will 
enhance leading to employees motivation, commitment productive efficiency and 
overall organisational effectiveness. 
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Chapter - Five 
CONCLUSION AND SUGGESTIONS 
The findings of the present research endeavour have been described and 
discussed exhaustively in the preceding Chapter - Four. In quest of summing up the 
resuhs the conclusions drawn have to be presented that follows: 
Conclusions: 
The Table - 5.1: Results at a glance, highlights the significant predictors of all 
nineteen criterion variables. A look over the table shows that except two predictor 
variables viz., 'organisatioanal change' and 'total quality management' - both the 
dimensions HRD practices, all other remaining predictor variables emerged as 
significant predictors of any of the nineteen criterion variables. 
It is very important to mention here that a HRD practice which has been 
given at Serial No. 15 emerged to be at the top of all predictor variables to influence 
the various criterion variables as it appeared to be significantly influencing iwelve out 
of nineteen criterion variables. Such frequency of significantly influencing the 
criterion variable advocate that it is a foremost important predictor of employees" 
QWL but it is interesting to mention that this variable does not appear to significantly 
predict Work identification and its two facets. 
The second important finding is that 'organisational culture', and it's one of 
the dimensions viz., 'organisafional loyalty' appeared to significantly predict the 
criterion variables related to both employees QWL perception and Work 
identification. In this case, it is imperative to mention that organisational culture 
appeared to significantly predict QWL and its four dimensions whereas, 
organisational culture significantly predicted Work identification and its two facets 
too. 
Similarly, 'organisafional loyalty' - a dimension of organisafional culture 
emerged to significantly predict the QWL and its atleast five dimensions 'work itself, 
'inter- group relations', 'organisational commitment', 'supervisory relation" and 
'recognition', whereas, this predictor variable appeared to significantly predict Work 
idenfificafion and its one dimension i.e., 'satisfacfion of needs through work'. 
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Description of variables' abbreviations given in Table - 5.1 
Predii 
X, 
X2 
X3 
X4 
X5 
Xfi 
X7 
Xg 
x. 
Xio 
x„ 
X12 
X,3 
Xl4 
X,5 
X16 
Xn 
X18 
Xi9 
X20 
X21 
X22 
X23 
X24 
X25 
X26 
X27 
ctor variables: 
Organisational culture 
Fairness 
Mutual Trust 
Openness 
Organisational Climate 
Synergy 
Organisational Environment 
Autonomy 
Work Value 
Organisational belongingness 
Confrontation 
Proaction 
Organisational loyalty 
Perceived Upward mobility 
HRD Practices 
Training 
Organisational Climate 
Organisational change 
Fairly liberal management functions 
Employee-management relations 
Total quality management 
Flexibility 
Cooperation 
Competition 
Forecasting 
Appraisal system 
Recognition 
Criterion variables: 
Y, 
Y2 
Y3 
Y4 
Y5 
Y6 
Y7 
Ys 
Y, 
Y,o 
Yn 
Y,2 
Y,3 
Y,4 
Y,5 
Y,6 
Yn 
Y,8 
Y,9 
QWL 
Work itself 
Employees participation 
Physical working condition 
Union management relations 
Organisational climate 
Inter-group relations 
Autonomy at work 
Organisational commitment 
Supervisory relations 
Clarity in organisation 
Recognition 
Economic Benefits 
Self appraisal 
Employee health 
Promotion 
Work identification 
Importance attached to work facet 
Satisfaction of needs through work 
The predictor variable that is 'organisational change' - a dimension of HRD 
practices came up to significantly predict six dimensions of employees QWL and both 
the dimensions of Work identification. Hence, 'organisational change' - a dimension 
of HRD practices failed to significantly predict overall QWL as well as overall Work 
identification. 
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Thereafter, the next significant predictor in the form of preponderance of the 
frequencies to predict criterion variables is 'cooperation' - a dimension of HRD 
practices which appeared to significantly predict employees QWL and its five 
dimensions, 'work itself, 'inter- group relations', 'self assessment' 'employee health' 
and 'promotion' but interestingly it failed to predict significantly Work identification 
and it's both the dimensions. 
Similarly, other predictor variables have been found to predict the criterion 
variables with successively decreasing frequencies as there are almost six predictor 
variables which only influenced one criterion variable out of nineteen. It has also been 
mentioned earlier that two predictor variables 'organisatioanal change' and 'total 
quality management' did not appear as significant predictors at any stage of analyses. 
On the basis of the pattern of results it can be said without any reservation 
that HRD practices in the organisation play very significant and important role in 
enhancing the employees' QWL that may subsequently lead to enhance employees' 
motivation, satisfaction, and commitment for giving better outcome in the form of 
employees' productive efficiency - a hall-mark of all organisational endeavours. 
Suggestions: 
Researches usually provide new information that fills the void of knowledge. 
Moreover, research findings are not the end but finding changes with the passage of 
time, place and conditions. Therefore, it is usually said that researches are continuous 
process that bridges the gaps of knowledge. 
The present research endeavour may also have pros and cons. There are numbers 
of positive aspects of the present study which have already been given specially, in 
the conclusion above. But there are other aspects which require some more attention 
which have been experienced during the course pursuance of this research study. 
Hence the following few suggestions are being given perusal and consideration in 
fixture similarly endeavour; 
• Present study has not taken different levels of engineers that must be 
undertaken. 
• There is need to have a comparative study of engineers working in both 
private and public sector. 
• The samples of participants were all from Kashmir valley which must have to 
include the engineers working in Jammu division because both are the integral 
part of Jammu and Kashmir. 
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• There were few problems related to questionnaire which also require slight 
changes, and 
• Finally, it is to suggest that the present study must be carried on varied sample 
of participants from across various sections of employees working in different 
similar organisations either small or large for getting wide generality of the 
findings because the present study seems to be biased. 
Implications of study: 
Since the present investigation was undertaken in very important resetirch topic 
hence it may have various research implications for managers and supervisors in any 
organisation. In this regard, one can realize the fact that organizations' HRD practices 
has spread as fashion around the globe which definitely has wide range implication 
for developing employees QWL and there attachment with the work in the form work 
identification. It must be noted that organisational HRD practices are pro- employees 
system which enhance human skills and abilities to perform well leading to 
organisational growth and development. 
The other implication of the study is with regard to organisational culture. The 
present contemporary world of work focuses on be-fitting cultural aspects which 
provide various conducive atmospheres for employees to work where employees may 
feel homely even at work place. 
The third and final implication of the study is with regard to opportunities for 
upward mobility. It is imperative to mention here that generally employees do not 
want to get stuck at the same position because it may made them fatigued with the 
overall carrier in the organisation. Therefore promotional opportunities must be given 
to the employees for the healthy competition leading to better attainment of the 
organisational objectives. There may be dead end jobs which do not have career-
progression opportunities, hence these group of employees especially at production 
level be provided the opportunities of upward-mobility in the form of salary 
progression. 
At length, to conclude the implication of this study, it is to say that all aspects like 
HRD practices, developing healthy organisational culture and providing opportunities 
for upward-mobility may definitely have greater implications in attaining objectives 
of organisation for its growth and development. 
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Department of Psychology 
Aligarh Muslim University 
Aligarh 202002, U.P. 
Dear respondent 
The present endeavour is pertaining to research work and the success of 
the study will depend upon your honest and frank responses. Therefore, it is 
hoped, you will extend your co-operation whole-heartedly in achieving the 
objective of the study. 
Be sure, your responses will be kept strictly confldential and will be solely 
used for research purpose only. 
Here is a very important request that you please read each and every 
statement very carefully and answer them honestly and do not leave any 
statement/question unanswered. 
Thanks. 
Masoodul Hasan 
Research Scholar 
Department of Psychology 
Aligarh Muslim University 
Aligarh, U.P. 
Personal Information 
Age: 
Qualification: 
Designation of your job 
Experience (Total): 
Experience in the present position 
Number of dependents : 
Marital Status (Married/Unmarried): 
Monthly income : 
Number of promotions earned : 
Number of organizations/ companies changed: 
Rural/urban: 
Family Type - (Joint/Nuclear) 
Appendix - A 
Organisational Culture Scale 
(OCS) 
This questionnaire is designed to find out some of the believes, values and 
practices of the organization in which you are working. Below are given number of 
statements/questions and you are requested to read carefully each and to respond in the 
following manner. 
> Assign " 1 " to the statement/question when you have strong disagreement. 
> Assign "2" to the statement/question when you have disagreement. 
> Assign " 3 " to the statement/question when you have neutral view. 
> Assign "4" to the statement/question when you have agreement. 
> Assign "5" to the statement/question when you have strong agreement. 
1. In our organization employee's skills and abilities are given due 
weightage in giving promotion and sanctioning any other reward, (a) 
2. Peoples generally have greater enthusiasm to take initiative at work, (k) 
3. People generally follow organizational rules and regulations here, (i) 
4. Employees always feel free to think, generate, and apply new ideas for 
the productive growth of the company, (g) 
5. Supervisors/Managers generally emphasise over team-work in carrying 
out work responsibilities here, (e) 
6. Criticism and back-biting is a normal culture in this organization, (c) 
7. Employees generally take initiative to resolve the conflicts and 
problems at their own level, (j) 
8. Employees interact and communicate with their superiors, colleagues, 
and subordinates in confidence and trust, (b) 
9. Employees are generally being treated here as they are expecting, (h) 
10. Supportive attitude is encourage and promoted here, (d) 
11. Maintaining harmony is highly valued here, (f) 
12. Employees with right spirit generally hold discussions and give 
suggestions to help improve organizational working and productive 
efficiency, (k) 
13. Generally employees behaviour at work are quite predictable (h) 
14. People feel proud for organizational fairness, (a) 
15. Absenteeism level is very low in our company/organization, (i) 
16. Employees have greater freedom to act independently within the 
boundaries of their job responsibilities, (g) 
17. Employees generally have confidence among others that they will 
help them to resolve problems and if needed they would willingly 
share responsibilities at work here, (b) 
18. People have very open discussion with regard to all sorts of problems 
for better solution. Q) 
19. People feel free to work here, (f) 
20. People are strictly supervised here through strict organizational rules 
and regulations, (d) 
21. People spontaneously express their feeling either pleasant or 
unpleasant before managers/supervisors and their feeling are well 
attended and cared here, (c) 
22. I have the feeling of loosing my interest and commitment with my 
work and the organization here. (1) 
23. People are action-oriented, willing to take initiative and show a high 
degree of pro-organisational activity, (k) 
24. People are generally productive and self controlled here, (g) 
25. The organization is well organized and has clearly defined goals, (c) 
26. People try to put their best effort to work with others rather to have an 
individualistic effort, (e) 
27. People generally do not want to work unless they are forced (h) 
28. People generally feel that they are not being trusted here, (b) 
29. Nurturing and helping subordinates is encouraged in this 
organization, (d) 
30. I am, for my organization/company. (1) 
31. People generally say with proud about the prestige and status of the 
organization/company in which they are working. (I) 
32. Work envirorunent allows people to accomplish the tasks in their best 
way here; hence, they do not hesitate to take up competitive and 
challenging tasks, (j) 
33. Company/organization strictly adhere very open self-appraisal 
system, (a) 
IV 
34. Performance standards are very low in the organization, (h) 
35. People share responsibilities without hesitation, (e) 
36. People's achievement and competencies are given more importance 
than hierarchical status here, (f) 
37. People usually do not tolerate criticism against the organization/ 
company, (i) 
38. Suggestions and employees grievances are welcomed here from all 
either seniors or juniors in cadre and are well taken for both 
employees quality of life and organisational development, (g) 
39. Work envirormient is very unhealthy and suffocative here, (d) 
40. People here are more individualistic; they only complete assigned 
task for which they are expected to be compensated, (e) 
41. People are generally deeply involve in developing and working out 
best means for promoting organization/company productive 
efficiency, (f) 
42. There is no place here for the honest and efficiency employees, (a) 
43. I have the feeling that what 1 have achieved in my life, it is only 
because of my organization/company. (1) 
44. People are only expected to follow proper channels of 
communication here, (f) 
45. Responsibilities are allocated here without any prejudice, (a) 
Please, recheck that you have answered all the questions. 
V 
Appendix - B 
Work Identification Scale 
(WIS) 
Please read carefully each and every question/statement below. Against each 
statement you have been provided parentheses in which you have to give your 
responses according to the degree of your agreement/disagreement. Assign '5" to the 
statement with which you are 'highly agreed' and ' 1' to the statement with which you 
are 'highly disagreed'. And accordingly you may assign 4, 3, 2 to the statements with 
which you are 'agreed', 'neither agreed nor disagreed' or 'disagreed' respectively. 
1. I would always cherish what I am doing, (a) 
2. Real pleasure, if there is anything like it comes only trough my work.(b) 
3. My work can get me the recognition I want.(b) 
4. Most of my important needs can be satisfied through my work.(b) 
5. I have tremendous attraction for my work.(a) 
6. I feel I am a person who has got the most appropriate work for himself 
to do.(a) 
7. I attach utmost importance to my work.(a) 
8. My work is the most pleasant thing for me in the world.(b) 
9. I feel that my life is on the right track in this work.(a) 
10. My work and I are the right match.(a) 
11. What I am's not different from my work.(b) 
12. I can achieve the things that I consider important in my life through my 
work.(b) 
Please, recheck that you have answered all the questions. 
VI 
Appendix - C 
Quality Of work Life Scale 
(QWLS) 
Instructions : 
The following statements pertain to your work. Against each statement you have 
to endorse your response in a manner given below : 
> Assign '5 ' to the statements of "High Agreement" 
> Assign '4 ' to the statements of "Agreement" 
> Assign ' 3 ' to the statements for which you have "Neutral" opinion. 
> Assign '2 ' to the statements of "Disagreement" 
> Assign ' 1' to the statements of "High Disagreement". 
Highly Highly 
disagree agree 
1. Organization/company gives us opportunity 1 2 3 4 5 
in decision-making pertaining company's 
policies and functions.(g) 
2. Employees in the organization/company have 1 2 3 4 5 
satisfaction with the company's leave rules 
and other policies affecting employees work 
related behaviour, (c) 
3. Thinking of going to the job makes me feel 1 2 3 4 5 
sick.(a) 
4. Supervisors generally encourage people here 1 2 3 4 5 
to make use of their best efforts for good 
performance, (i) 
5. Good opportunities and freedom are here to 1 2 3 4 5 
use special skills and abilities in my job.(g) 
6. People with whom I work are very 1 2 3 4 5 
cooperative, (e) 
7. There is a greater clarity in the functioning 1 2 3 4 5 
and activities of the organization.(j) 
8. My company takes enough care of 1 2 3 4 5 
employees performance record while 
awarding promotion.(o) 
9. Company provides good working 1 2 3 4 5 
environment for employees to work under 
stress - free condition.(c) 
VII 
10. Sense of achievement comes through my 
work.(a) 
11. I feel that my quality of life will remain the 
same even after retirement because company/ 
organization ensures ideal retirement 
benefits.(l) 
12. My supervisor and the company/organization 
always have their expectations and policies 
very clear.(j) 
13. Management gives due respect to each and 
every employee here.(d) 
14. Doing my job well, I get a feeling of 
satisfaction.(a) 
15. Supervisors invite suggestions, opinions and 
ideas from their employees and consider 
them for improving organizational/ 
company's functioning, (k) 
16. Management has great appreciation about the 
importance of my work.(k) 
17. I have a say in deciding how to schedule my 
work.(g) 
18. I feel satisfied with the working of my 
company's employees' umon.(d) 
19. My supervisor maintains good relations with 
people at work.(i) 
20. Adequate medical facilities are provided for 
employees and their family.(n) 
21. Employees have a lot of freedom to perform 
their work activity in their own best way.(g) 
22. My organization/company always make 
efforts to improve physical working 
conditions.(e) 
23. Employees willingly get motivated to work 
as a team member.(b) 
24. Skill, abilities, and performances are highly 
appreciated by the company.(k) 
25. Promotion n my company/organization is not 
a constraint for a good worker.(o) 
2 3 4 5 
2 3 4 5 
2 
2 
2 
3 4 
3 4 
3 4 
3 4 
5 
5 
5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
VIII 
26. I am satisfied with organizational/company's 
fair policies with respected to company 
treatment with all employees.(e) 
27. My work is interesting.(a) 
28. Nothing comes in the way in opting the new 
best method in performing the task.(c) 
29. Management does not allow employees to 
give their suggestions in any matter of the 
organization/company.(d) 
30. My relations with co-workers are highly 
satisfactory here.(f) 
31. Employees are generally satisfied with the 
perks and benefits being given by the 
company, (h) 
32. My supervisor has greater confidence and 
trust in his subordinates.(i) 
33. I feel that my work conditions such as plant 
maintenance related to machine and tools, 
lighting, noise, temperature, etc. are 
sufficiently in good conditions.(c) 
34. Employees generally here have high and 
positive opinion about each other.(f) 
35. I have a feeling of being a part of the 
company, (h) 
36. I have good family relations.(n) 
37. Organization/company here has a clear-cut 
and reasonable goals and objectives.(j) 
38. My job makes me feel to have enough 
prestige within the 
company/organization.(m) 
39. Management practically recognizes 
employees' union and pays much attention to 
our union's actions.(d) 
40. Employees have general satisfaction with the 
pay/salary they are receiving.(l) 
41. Managers and supervisors here provide 
greater opportunity to set the target for 
production through mutual understanding.(b) 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 3 4 5 
2 
2 
2 
2 
2 
2 
3 4 
3 4 
3 4 
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3 4 
3 4 
3 4 
3 4 
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5 
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2 
2 
2 
3 
3 
3 
3 
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5 
IX 
42. The real pleasure comes to me through 
working with this organization/company.(h) 
43. Employees generally are highly satisfied with 
the 'saving plan' and retrieval benefit 
facilities of the organization/company 
here.(m) 
44. I and my family members feel satisfied with 
respect to our quality of life.(m) 
45. Management and the employees of this 
company/organization always help 
employees whenever they are in need to 
overcome their stress.(n) 
46. I get due recognition for the good work I 
perform here. 
47. I and my organization/company are made for 
each other, (h) 
48. My company/organization provides me all 
opportunity to feel part of the 
management.(f) 
Please, recheck that you have answered all the questions. 
Appendix - D 
Human Resource Development Practices Scale 
(HRDPS) 
Instructions : 
Every company/organization involve number of activities for achieving ils goals. 
People in company/organization generally have their feelings and reactions towards 
various organizational activities. The questions/statements given below pertain to your 
work organization. Against each statement you have to endorse your response in the 
following maimer : 
> Assign '5 ' to the statement when the conditions are present in the "maximum" 
Degree. 
> Assign '4 ' to the statement when it is present "above moderate and belov* 
maximum" degree. 
> Assign ' 3 ' to the statement when the conditions are present in the "moderate" 
degree. 
> Assign '2 ' to the statement when the conditions are present "below moderate and 
above minimum" degree. 
> Assign T to the statement when the condition is present at the "minimum"" 
degree. 
Min Max 
1. Employees feel free to express opinions and 
ideas even these may be different from their 
bosses, (d) 
2. Competitiveness and smartness are highly 
valued in this company/organization.(k) 
3. Employees generally feel here that they are 
never alone.(h) 
4. Nurturing and helping subordinates are 
encouraged here.(a) 
5. Achievement and competence at work have 
more importance here, than hierarchical status 
or position.(g) 
6. Our company/organization makes selection of 
employees well before any position is likely to 
become vacant for avoiding any irregularity 
and employees work overload.(j) 
XI 
7. Employees feel that they have greater say here 
and they can influence many important 
issues.(g) 
8. Skill development training programs are very 
regularly being run here, or employees are sent 
outside the company for training.(a) 
9. Changes, if needed for company's/ 
organizational productive efficiency are given 
prime importance here.(c) 
10. For working on new technology, in-service 
employees are trained and given due 
placement.(c) 
11. Management here have a very supportive 
attitude toward employees.(h) 
12. Attractive incentives are given to the best, 
efficient employees here.(l) 
13. Supervisors always extend helping hand to 
their subordinates.(e) 
14. Supervisors generally do not leave any 
impression over their subordinates that they are 
superior.(h) 
15. Job rotation, i.e. shifting employees from one 
shift to another shifts is followed here.(f) 
16. Confidential report of the employees is strictly 
maintained here.(f) 
17. Employees have a ftill confidence in 
management here.(e) 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
18. Employees have a general feeling that their 
interests are well-safeguarding here.(f) 
19. Company/organization strictly adhere very 
open self-appraisal system.(k) 
20. Organization/company thinks that only strict 
supervision can make employees disciplined 
and highly productive.(b) 
3 4 
3 4 
3 4 
XII 
21. Performance assessment is a regular feature of 
this organization/company to help, develop and 
not to punish employees.(k) 
22. Organization/company has trust over 
employees.(b) 
23. Quantum of work is not generally decided by 
management/supervisors alone but it is set 
through mutual understanding between the 
employees and the superiors.(d) 
24. Employees does not have any feeling of non-
availability of any personnel or employees that 
may cause work to suffer.(j) 
25. Company/organization rules are flexible here 
to protect employees' needs in specific time 
and situation, (g) 
26. Employees are treated here very strictly in 
accordance with company's/organizational 
rules and regulations(b) 
27. Management generally provide excellent 
working conditions and environment alongwith 
giving emphasis on product quality and 
consumer satisfaction.(i) 
28. Employees generally feel that they are not 
treated here differentially.(e) 
29. Promotions here and not linked with 
experience and favouritism but to work 
excellence only.(i) 
30. There is no limit of promotional growth here 
for good and dedicated employees.(I) 
31. Salary and other perks and benefits are not the 
constraint here for the best and efficient 
worker.(d) 
32. Company/organization encourages healthy 
competition among employees through the 
system of individual rewards to the best 
workers.(l) 
33. Our organization/company does not have any 
system for giving training to the employees.(a) 
Xltl 
34. Organization/company generally highlights 
best worker.(l) 
35. Our company/organization always make 
concerted effort to find out the best modem 
means of improving and achieving 
organization/company productive efficiency.!]) 
36. Management has a lot of concern and 
sympathy about employees here.(e) 
37. Employees share the events of sorrow and 
happiness of each other irrespective of any 
difference of religion, caste, hierarchical 
position, etc.(h) 
38. Employees generally feel here that they are 
being very strictly supervised.(b) 
39. Healthy competitive conflicts are generally 
observed here.(i) 
40. Our organization/company always think in 
using new modem technology.(c) 
Please, recheck that you have answered all the questions. 
XIV 
Appendix - E 
Upward Mobility Scale 
(UMS) 
Instructions: 
Here are some of the important characteristics with regard to the career 
opportunities available in your company/organization. You are requested to respond 
each aspect with a manner given below against each. 
> ' 1' should be given when "Highly Disagreed". 
> '2 ' should be given when "Disagreed". 
> ' 3 ' should be given when you "Neither Agree Nor Disagree". 
> '4 ' should be given when "Agreed". 
> '5 ' should be given when "Highly Agreed". 
Highly 
disagree 
1. In my organization there are enough 
opportunities for advancement. 
2. There are limited chances of promotion in my 
organization. 
3. Employees in the organization are promoted 
on the basis of their potentiality. 
4. My job is a dead end and provides no 
opportunities for hierarchical promotion. 
5. My organization provides enough promotional 
revenues either in the form of salary-
progression or hierarchical progression. 
6. My organization has a fair promotion policy. 1 2 
7. Employees' promotions are generally delayed 1 2 
without any reason. 
8. There is a regularity in promotion in my 
organization. 
9. Employees in my organization are generally 
satisfied with regard to their career 
advancement. 
Please, recheck that you have answered all the questions. 
THANK YOU: 
4 
4 
Highly 
agreed 
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Influence organisation's HRD practices on employee's perceived 
quality of work life and work identification 
Masood ul Hassan and S.A. Ansari 
Department of Psychology, Aligarh Muslim University, Aligarh, UP 
The study was intended to examine the effect of organisation's human resource development practices on 
employee's perceived quality working life and work identification of Engineers of Kashmir division. The sample 
consists of 120 Engineers whose age ranged from 24-58 years. Work identification was measured through a 
questionnaire developed by Shrivastava and Dolke (1978). Quality of woiking life and Human resource 
development was measured through the questionnaires developed by Shah (2000). The data was analysed by the 
Multiple Regression method. 
Keywords: human resource development practices, QWL (Quality working of life) and work identification 
Identification of work comes fi-om personal characteristics of 
individuals especially when there is link between personal 
characteristics of a person and the organization. Complementary fit 
exists when die compatibility between individual and work 
environment are well matched (Kristof-Brown, Zimmerman, & 
Johnson, 2005). In comparison to complementary fit of organization 
Muchinsky and Monahan (1987) had given supplementary fit in 
organization which comes when person and organization possess 
similar characteristics. 
The concept of identification was basically witnessed in 
Psychoanalytic theory. Freud (1949) described identification as "the 
endeavor to mould a person's own ego after the fashion of one that 
has been taken as a model". Most of the personality theories 
emphasize identification as a process to internalize social values 
during the process of socialization in childhood period (Sanford, 
1955; Kagan, 1958; Kelman, 1958). According to Freudian view, 
children identify with their parents because of the influence that 
parents exert over the child's environment (Freud, 1949; Kagan, 
1958; Kelman, 1958). According to Freudian view, children identify 
with theirparents because of the influence that parents exert over the 
child's environment (Freud, 1949; Kagan, 1958). It is indeed, true 
diat childhood experiences play very vital role in shaping and 
mastering the environment but identification at work comes from 
adult socialization process at work to which neo-Freudians have 
given much more importance Caldwell et al. (1990), Hoffman and 
Woedier (2006), Lauver and Kristof-Brown (2001) have contended 
that at every stage people evaluate their work and organizations in 
order to fulfill dieir needs through meeting the demands of work and 
when personal qualities and skills allow individuals to meet 
organizational demand then most likely they are able to complete 
their assigned tasks more easily and quickly. 
Identity being a social construct stems fi'om repeated interaction 
with others and when individual interact with others, gives 
importance to die organization it influences the job satisfaction and 
performance level also. Normally, we see person engaged in their job 
activities this does not mean individual perceives job satisfaction. In 
regard to organizational identification it is necessary to take into 
account attitude of person who is working in particular job, activities 
Correspondence should be sent to Masood ul Hassan 
Department of Psychology, Aligarh Muslim University, Aligarh 
he possesses diuing socialization at the work place and many other 
things. According to Roe (1956), parents create particular 
psychological climate which can either satisfy or frustrate the needs 
of the child in the early childhood period. This childhood 
satisfaction or frustration will help to develop attitude of the person 
in every field including organizational field. According to Padaki 
and Gandhi (1981), "Initial positive feeling for the job, amount of 
effort, early experiences on job laid foundation on work 
identification" and on global level this lay foimdation of 
organizational identification. Organizational identification is a 
psychological attachment that occurs when members take key 
characteristics of organization as defining cliaracteristics for 
themselves which becomes strength of bond between organization 
and its members. 
According to Kelman (1958), identification cati be said to occur 
when an individual accepts influence in order to establish or 
maintain a satisfying self-defining relationship with another person 
or group. Atkinson (1958) supported that work related satisfaction is 
necessary. On tliis view Katz (1964) directly refened identification 
as one of the consequence for members of their involvement in an 
organization. Kelman (1961) said identification also occur when the 
individual defines him/herself in relationship to another because of 
satisfaction it provides. Kelman argued that it is the attractiveness of 
target that had individual to identification. As identification occiu-s 
between doctor and patient, teacher and student it similarly occurs 
between employee and organization. Bazozi et al. (2003) argued that 
identification leads to positive feelings towards the organization 
(e.g. feeling of attachment and belongingness), positive feelings 
fl-om the organi2ation (e.g. joy and happiness of membership) and 
positive self-regard as a consequence of membership. Involvement 
of individual is assumed to be related to individual's perception of 
the organization and it is predicted that involvement provides 
satisfaction. Thus, in a specific relationship, identification is a self-
defming response which further is affected by .'satisfaction this 
satisfaction only involves ego-involving, and motivated activities 
are likely to have direct effect on identification. 
Industrial management contends that employees at work should 
be made to experience joy and happiness which in turn is most likely 
to compel employees for their motivation and experiencing 
satisfaction especially in the work context. Hence, numerous 
organizational aspects like organizational struclure, mode of 
HASSAN AND ANSARI/ INFLUENCE ORGANStATIONTS HRD PRACTICES UfiS 
communication, leadership behaviour, job design/redesign, job 
enrichment etc., are being given special attention as these are found 
to be the greatest source of employee's quality of work life and 
organizational commitment. 
Quality of work life (QWL) is a significant issue for both 
employees and employers. It is important for employees as they 
spend a very significant portion of their lives on the job and the 
quality of work life has a bearing on quality of their lives. On the 
other hand, employers consider employees' QWL a serious issue that 
should be properly taken care of because QWL is found instrumental 
or vital means in achieving organizational goals, and attaining 
organizational effectiveness. The most important resource of an 
organization is its employees, hence, improving QWL subsequently 
leads to motivation, satisfaction, and efficiency of employees. 
Similarly, it also helps in enhancing organizational productive 
profitability. 
Since, early I970's, psychologists and managers have become 
interested in studying QWL. The contributions made by Herrick and 
Maccoby (1972), Taylor (1974), Davis and Chems (1975), Emergy 
and Emergy (1976), Miller (1977), and Carlson (1978) are worth 
considering. In India the work on QWL had begun in 1970's. The 
efforts made in this area by Ganguly and Joseph (1976), De (1977a, 
1977b), Mehta (1976), Sinha (1977) and Joseph (1978), are to be 
appreciated. According to De (1980) most of the work on quality of 
work in Indian setting are either in theoretical descriptive 
framework or in an action research context. 
Present scenario, work culture demands for dynamic, competitive, 
creative and self-motivated work force to meet the challenges of the 
mega competition of products. Hence, these force management to 
equip employees with more knowledge, skill, and ability in order to 
get them able for utilizing their potentials property to the maximimi 
extent. Of all, HRD is the latest strategy that helps individuals to 
acquire knowledge, skill, competence, and create a sense of 
belongingness and these in conjunction get them more involved with 
their work and thereby increasing employees' motivation, 
satisfaction, and organizational effectiveness in general at work 
place. 
Megginson (1974) viewed HRD as "a total knowledge, skills, 
creative abilities, talent and aptitudes of an organization's work force 
as well as the values, attitudes and beliefs of the individual 
involved". 
Lippitt (1977) portrays HRD as a system that depends on work 
itself which generates a high degree of responsibility for the 
employees; the individual's personal and professional growth; the 
improved quality output as a result of increased responsibility, and 
organization as an open system. 
Narayanam (1989) depicts that HRD attempts to unable people to 
overcome their defects and develop their productive potentials so 
that they are able to contributed to the ethical and harmonious growth 
of society, fulfill their individual needs and wants, with pleasure too. 
According to Dayal (1994) "HRD implies that the organizations 
wants to enhance overall capabilities of its employees to develop 
their potential in the directions best suited to them" He also 
mentioned three aspects that are important in HRD. 
Ways to better adjust the individual to his job and the environment 
the greatest involvement of an employee in various aspects of his 
work; the greatest concern for enhancing the capabilities of the 
individual. 
Pathania (1997) enumerated HRD as "an effort to develop 
capabilities and competencies among employees as well as creative 
organizational environment conducive to the employee's 
development." 
Training is the second important activity that comprises of the 
major part of HRD procedure. It is a continuous process through 
which employees' abilities are improved to perform assigned job 
effectively and also getting ready for future advancement. Training 
refers to the "organization's effort to improve an individuals' ability 
to perform ajob or organizational roles" (Dunn and Stephens, 1972). 
According to Koleker (1993) Training is a prerequisite to improve 
performance and preparing the human resource for new jobs, 
transfers, promotions, and change-over to technology and 
equipment. 
With regard to training, there are evidences that if it properly 
planned, conducted and evaluated then it significant contribute in 
improving organizational effectiveness, performance, enhancing 
organizational productivity and profitability; reducing wastage, 
absenteeism, turnover and accident rates; increasing morale, trust, 
commitment, flexibility, and providing better promotional prospects 
and greaterjob security (Roa and Abraham, 1986;Durra, 1990; Goss 
and Jones, 1992; Ashton and green, 1994; Storey 1995; Gani and 
Rainayee, 1996). 
Method 
Participants 
The study was conducted on 120 Engineers of Kashmir in the age of 
24-58 years and for selecting appropriate sample, stratified-random 
sampling technique was adopted in conducting present 
investigation. In this sampling technique every individual had the 
equal probability be selected. It was an appropriate sampling 
technique that was warranted to be opted in the very context of 
present research problem. 
Instnunents 
Work Identification Scale developed by Srivaslava and Dolke 
(1978): was used to measure work identification. There are 12 items 
which are related to the two-facets of work identification i.e., (i) 
importance attached to work tract, and (ii) satisfaction of needs 
through work. Each facet contains 6 items. The respondents are 
required to respond on a 5-point scale by giving a score of I to highly 
disagreed statement and 5 to highly agreed statement. 
HRD scale developed by Shah (2000): was used to measure HRD 
practices. Responses are measured on Likert type 5-point scale by 
measuring the presence of HRD activity by assigning '1' to the 
minimum degree; '2' to above minimimi but below moderate; '3' to 
moderate; '4' to above moderate but below maximum; and '5' to the 
statement when it is present in maximtim degree. 
Quality of Working Life (QWL): was measured by the scale 
developed by Shah (2000). The scale is a 5-point Likert type scale 
ranging strongly disagree to strongly agree. 
Results and discussion 
A very interesting picture emerged which is evident fi-om Table 1 
that some of the IVs significantly predict 'work identification as a 
whole', as F-value (F = 37.141) is highly significant beyond .01 level 
of confidence. There is no doubt that 'work identification' is most 
likely to be the function of'HRD practices in general'. 
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Table!: Multiple Regression Predictor Work Identification Sample of Engineers (N=120) ANOVA' 
Model Sum of Squares Df Man square F Sig. 
1 
2. 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
5885.365 
11581.92 
17467.29 
6481.553 
10985.73 
17467.29 
6759,175 
10717.11 
17467.29 
6946.582 
10520.70 
17467.29 
1 
118 
119 
2 
117 
119 
3 
116 
119 
4 
115 
119 
5885.365 
50.798 
3240.777 
48.395 
2250.058 
47.421 
1736.646 
46.759 
115.858 
66,965 
47.449 
37.141 
.000' 
.000' 
.000' 
.OOO' 
In view of such findings the most important outcomes of HRD 
practices that help in developing maintaining work identification. 
In the preceeding discussion and description of results the 
predictors (IVs) of the various three dimensions of work 
identification and work identification as a whole for the total sample 
group were shown significantly influenced by HRD practices. 
The preceding description of results were related to the 
influence of independent variables on the various dimensions of 
QWL but the on-going description and discussion of results will 
pertain to the influence of IVs on employees 'over all QWL 
perception'. 
Table 2 highlights that F-value pertaining to some predictors on 
overall QWL are found to be highly significant far beyond .01 level 
of confidence. 
Table 2: Multiple Regression Predictors of QWL (DV) (Quality of Working Life Sample of 
Engineers (N=l20) ANOVA 
Model 
1 Regression 
Residual 
Total 
2. Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
4 Regression 
Residual 
Total 
Sum of Squares 
81238.05 
41509.53 
122747.6 
84173.70 
38573.88 
122747,6 
87000.42 
35747.17 
122747.6 
88890.01 
33857.57 
122747,6 
Df 
1 
118 
119 
2 
117 
119 
3 
116 
119 
4 
115 
119 
Man square 
81238.05 
182.059 
42086.85 
169.929 
29000.14 
158.173 
22222.50 
150.478 
F 
446.217 
247.673 
183.344 
147.679 
Sig. 
.000 
.000 
,000 
,000 
Comprehensive details of the description and interpretation of results 
have been given and Multiple Regression Analysis was used to 
analysis the data which had power of isolating the predictor variables 
in sequence which could have significant influence on employee's to 
total QWL and work identification. In present study it is observed 
that there is need for developing a psychometric test which might tap 
the employee's reaction through various predictor variables on the 
criterion variables. 
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